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Abstract 
This study develops the theory of organizational citizenship behavior by specifying 
multiple roles of organizational members at work and addresses how such roles drive 
employees to define their job role responsibilities, which ultimately influences their 
performances of organizational citizenship behaviors. Specifically, I conceptualize 
different roles by applying the geometric space theory to identify point, line, and surface 
roles of good organizational citizens. Accordingly, six role -learner, entrepreneur, 
volunteer, companion, supporter, and challenger, are identified. I also elaborate upon the 
functioning of these roles on actors with different individualistic values and working 
under different organizational climates. The significant main effects of the roles and the 
interaction effects with the individualistic value and the organizational climate support 
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Chapter One: Introduction 
It is well documented in the management literature that a functioning organization 
needs behaviors that go beyond the formal job prescriptions (Barnard, 1938; Katz & 
Kahn, 1964). Well over half century ago, Barnard first stated, "the willingness of persons 
to contribute efforts to the cooperative system is indispensable (Barnard 1938, p. 83)." 
Later, Katz and Kahn (1964) specified a kind of "innovative and spontaneous behavior" 
to capture the individuals' cooperative intents at work and defined it as the performance 
beyond role requirements for accomplishments of organizational functions. Following 
this line of thought, management researchers have developed two classes of behaviors to 
categorize the performance within and beyond the formal job role prescriptions, namely 
the in-role behavior and the extra-role behavior. 
In particular, the formal theorization of extra role behavior started with the pioneer 
work of Organ and his colleagues on the theory of Organizational Citizenship Behavior 
(OCB) (Bateman & Organ, 1983; Smith, Organ, & Near, 1983). Since then, different 
conceptual frameworks have been proposed to configure behaviors beyond formal job 
requirements. These include: Prosocial Organizational Behavior (Brief & Motowidlo， 
1986; O'Reilly & Chatman，1986); Organizational Spontaneity (George & Brief，1992); 
Extra-Role Behavior (Van Dyne, Cummings, & Parks，1995); Contextual Performance 
(Borman & Motowidlo, 1993; Motowidlo & Van Scotter, 1994); Whistle-Blowing 
(Dozier & Miceli，1985; Near & Miceli，1987) and Principled Organizational Dissent 
(Graham, 1986). 
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While the above conceptualizations differ in their focal behavior domains and 
relations with the formal organizational reward systems, they share the same logic. 
Regardless of the context, these behaviors are desired and appreciated, yet cannot be 
reliably elicited by legitimate authority (Organ, 1998). Therefore, the very common goal 
of previous studies is to seek forces that help secure the performance of various sorts of 
extra role behaviors. Sharing the same goal, this thesis proposes that there are many roles 
at work and that extra-role behaviors can be better conceptualized from a role perspective. 
Under this assumption, the present research questions are: "what are the roles besides the 
formal job role in an organizational setting? How do these roles function and influence 
behaviors at work?，， 
In order to answer these research questions, I capitalize on a role metaphor, in 
which similar implications are drawn from the theater (Sarbin & Allen, 1968). In this 
dramaturgical model, organization is a performing space, individuals are actors and 
different roles surround the basic unit of social structure (e.g. in the specialized context of 
organizations, jobs or offices). Individual actors, namely employees, might play one or 
more roles at work. Each role has its unique character and holds a set of characteristic 
prescriptions. More specifically, in the theoretical development, I propose that each role 
is characterized as a "role value." In the empirical part, I measure roles by sets of values, 
which convey what is important to role players and guide their perceptions on different 
tasks and behaviors at work. Consequently, different role values may drive the role 
players to behave differently. 
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In the following chapters, a role model of OCB is specified. I will first review the 
literature on OCB and role theory. The review will lead to an assumption that behaviors 
at work can be understood as kinds of role behaviors and then further explain the 
necessity to identify multiple roles at work. In the third chapter, I start off presenting a 
model defining role values of organizational citizens at work. This model also explains: 
how such role values can drive employees' perceptions on OCB, and ultimately influence 
the actual work performance. Together, both the theoretical development and the 
empirical testing should provide useful insights into the dispositional features underlying 
the OCB performance at work. 
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Chapter Two: Literature Review 
Over two decades have passed since Organ and his colleagues first introduced the 
concept of "organizational citizenship behavior" (OCB). The first part of this chapter 
reviews the evolvement of the OCB construct, which demonstrates how the OCB theory 
develops from defining OCB as a kind of discretionary extra-role behavior into defining 
OCB as a kind of obligatory in-role behavior. Most importantly, the review shows that: 
although empirical studies supported that OCB performances are directly driven by 
whether employees perceive them as part of the job role prescription (namely, the job role 
definition), few studies have questioned what drives employees' cognitive process of 
defining OCB part of the job role. Because of the importance of this role 
conceptualization and the dearth of related studies thus far, the second part reviews 
literature on role theory and its application in studying behaviors at work. On the whole, 
the review will guide the next step of developing a role model of OCB. 
Review on OCB 
In this part, I will first review and discuss the conceptual evolvement of OCB. Then, 
I will review its dimensionalities and the development of OCB measurement scale. The 
review attempts to give an overview of the conceptualization of OCB, explain how OCB 
can be assumed as kinds of role behaviors. 
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Original Conceptualization of OCB 
The conceptualization of OCB is rooted in earlier work of Barnard (1938), 
Roethlisberger and Dickson (1939)，Katz (1964)，and Katz and Kahn (1966). In the book, 
The Social Psychology of Organizations, Katz and Kahn (1966) noted that organizations 
are dependent on employees to perform beyond their explicit role requirements for the 
units within an organization to function effectively. 
Within every work group in a factory, within every division in a 
government bureau, or within any department of a university are countless 
acts of cooperation without which the system would break down. We take 
these everyday acts for granted, and few of them are included in the role 
prescriptions for any job. (Katz & Kahn, 1966, p. 339) 
In light of the propositions on "take-for-granted" cooperative acts, Bateman and 
Organ (1983) propose the term "Organizational citizenship behavior" to denote behaviors 
that contribute to the organizational effectiveness, but that can neither be enforced on the 
basis of formal role obligations nor elicited by contractual guarantee of recompense. 
Later, Smith et al. (1983) developed a 16-itme rating scale. Two factors emerge from 
factor analyses: a) Altruism, or helping behavior, and b) Generalized Compliance, 
following the rules and the procedures of the organization. 
The original conceptualization was significantly furthered after two major 
developments by Organ (1988, 1990) and Podsakoff et al. (1990)，respectively. The 
theoretical reasoning is established in the book, Organizational Citizenship Behavior: 
The Good Soldier Syndrome. Organ (1988) defined OCB as "individual behavior that is 
discretionary, not directly or explicitly recognized by the formal reward system, and that 
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is in the aggregate promotes the effective functioning of the organization" (p.4). Organ 
(1990) outlined three critical components of the OCB concept: 1) the behavior is not part 
of employee's job requirements; 2) the behavior is not guaranteed to be rewarded 
formally, and 3) the behavior, although mundane in nature, contributes to organizational 
effectiveness when accumulated across people and time. 
In this view, Organ (1988) specified five dimensions of OCB. Altruism is 
characterized by helping behaviors towards a specific person. Conscientiousness consists 
of behaviors that go beyond the minimum required work levels, such as attendance, neat, 
and punctuality. Sportsmanship is willingness to tolerate less than ideal circumstances 
without complaining. Courtesy consists of behaviors aimed at preventing work-related 
problems with others. Finally, Civic Virtue refers to responsible participation in the 
organizational initiatives, such as attending meetings. Based on this five-dimension OCB, 
Podsakoff and his colleagues (1990) developed a 25-item scale. The confirmatory factor 
analysis supported this five-factor framework, which is now the most popular 
measurement in the studies of OCB. 
Critiques of OCB conceptualization 
As organizations have shifted away from the use of strict hierarchical structure and 
individualized jobs into team-based work and emphasizing individual initiative and 
cooperation (Ilgen & Pulakos, 1999)，OCB that contributes indirectly to the organization 
through the maintenance of the organization's social system has been of increasing 
interest to both scholars and managers (e.g. Howard, 1995; LePine, Erez, & Johnson, 
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2002; LePine, Hanson, Borman, & Motowidlo, 2000). Despite this growing popularity of 
OCB, Organ and colleagues' conceptualization and operationlization have educed much 
discussion and criticism, from which two major themes emerged. The first is on the 
discretionary nature of OCB and the second one is on the relations with the formal reward 
system. 
First, it is very difficult to classify a consistent set of OCB as discretionary 
extra-role behaviors across persons, jobs and organizations and over time and with 
circumstances for individual job incumbents (Graham, 1991, Van Dyne, Graham, & 
Dienesch, 1994; Van Dyne, Cummings, & Parks，1995). Empirically, Morrison (1994) 
reported that 18 out of 20 OCB items were described by a majority of respondents as 
"in-role". Lam, Hui and Law (1999) also demonstrated that supervisors considered more 
OCB as parts of the job than do subordinates. Recently, Vey and Campbell (2004) 
examined the discretionary extra-role nature of behavioral items from a popular measure 
of OCB. They found that more than 85% of the respondents categorized 17 of 30 OCB as 
in-role work behaviors. 
Conceptually, the above critics have questioned to which OCB may be regarded as 
discretionary, arguing that some of the OCB measurement items might be perceived as 
part of job-role requirement. In other words, roles in organizations are rarely fixed. 
Different employees and even employees with the same job may have different 
understanding of their job roles and subscribed different numbers of tasks within the job 
role boundary. This notion is also supported in previous research on social information 
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processing theory (Salancik & Pfeffer，1978) which proposed that jobs are cognitive 
constructions created when employees make sense of social and behavioral cues. Thus, a 
stream of research started to ask whether individual perceive OCB items in-role or extra 
role and how this perception motivates employees to engage in these supposedly 
volitional discretionary behaviors. 
In order to differentiate between the in-role aspect and the extra-role aspect of OCB, 
research operationalized the concept of “job role definition." If a certain OCB item is 
defined by the respondent as part of the job role, this OCB will be considered the in-role 
behavior; otherwise, it would be deemed as the extra-role behavior. The 
operationalization of job role definition felt into three categories. First, Morrison (1994) 
and Vey et. al. (2004) listed activities/behaviors at work and asked employee to classify 
each activity into one of the following two categories: 1) "you see this as an expected part 
of your job," 2) "you see this as somewhat above and beyond what is expected for our 
job.’，Second, Tepper and his colleagues (2001, 2003) used a 7-point semantic differential 
scale to rate the extent to which employees regarded each of the OCB as in-role behavior 
or extra-role behavior. The scale anchored by the statements 1 (definitely part of my job) 
and 7 (definitely exceeds my job requirements). Third, Lam et. al. (1999) addressed this 
issue by asking respondents to answer to which extent they agree with a specific OCB as 
part of job responsibility, ranging from 1 (strongly disagree) to 5 (strongly agree). 
Empirical evidences show that job role definition effects mediate the relationship 
between the affective components of employees' attitudes and OCB, but do not mediate 
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the relationship between the cognitive components of employees' attitudes and OCB. 
Morrison (1994) found that employees who were affectively committed (i.e., Allen & 
Meyer's eight-item scale, 1990) to their organization defined their job more broadly, 
whereas role definition effect did not mediate the relationship between job satisfaction 
(i.e., Quinn & Stainers，s four-item scale, 1979) and OCB. The null mediating effect was 
also found in Tepper and his colleagues' (2001) study on the relationship between 
procedure justices (i.e., Moorman's 10-item scale, 1990) and OCB. Although previous 
studies have addressed role definition's mediating effects between OCB and various 
cognitive and affective predictors and supported its influences on OCB, no study has 
directly addressed the cognitive process that leads employees perceive OCB as part of job 
responsibility. 
Therefore, instead of delving into whether specific OCB items are in-role or 
extra-role in nature, this thesis focuses on what drives individual employees to define a 
larger scope of the job role definition. That is, what drives employees to perceive OCB as 
a kind of in-role behavior? Supported by previous studies (e.g. Vey & Campbell, 2004)， 
the present one assumes that employees who perceive OCB to be enforceable job 
responsibilities might be motivated to perform them out of fear of punishment or desire 
for positive performance appraisal. They might feel little discretion in how much or how 
often they perform OCB, but instead, feel much obligated to do so at work. Given the 
important contribution of OCB to the organizational effectiveness, the key is to 
understand what makes employees perceive job responsibilities over OCB and then 
secure such OCB performances at work. 
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The second theme of critiques is on the requirement that OCB not be directly or 
formally recompensed by the organization's reward system. To the extent that rewards 
follow from appraisals of performance, research has thus far strongly suggested that some 
kinds of OCB might be as likely as, if not more likely than, in-role performance to lead to 
organizational rewards (e.g. Mackenzie, Posdsaoff, & Fetter, 1991; Podsakoff, 
MacKenzie, & Hui，1993). Theoretically, Bolino (1999) challenged the assumption that 
OCB is altruistic in nature by propositioning how OCB may be used as an impression 
management tactic. Empirically, Hui, Lam and Law demonstrated that employees may 
perceive a positive relationship between performing OCB and obtaining a promotion 
(2001). Indeed, their field study supports that those who performance more OCB at work 
are more likely to be promoted. Orr, Sackett, and Mercer (1989) also demonstrated that 
managers are even willing to put certain dollar value on most of the behaviors labeled as 
OCB. 
This stream of critique suggests a shared nature between OCB and the in-role 
performance. That is, OCB can also be significantly motivated by the formal reward 
system. Or in other words, an organization might be more effective if it deliberately 
motives OCB at work. In addition, OCB's relationship with the formal reward system 
reminds us that the theory development of OCB should well be aware of the impact of the 
organizational context. Reward system or other organizational level variables might 
directly influence the performance of OCB and also interact with other individual 
characteristics to generate joint effect. For example, firms' reward system and 
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employees' individual instrumentality might interact and influence OCB performance 
(e.g. Hui et. al, 2001). In a word, future development that examines OCB within an 
organization or a wider social context should be conscious of multiple influential sources 
on the OCB performance. 
Redefining OCB 
Organ (1997) himself also acknowledged the critiques of original conceptualization 
of OCB. Yet, he did not take the role perspective to reconcile the differences. Instead, he 
reconceptualized OCB as contextual performance (Borman & Mototwidlo, 1993; 
Motowidlo & Van Scotter，1994), which is defined as activities at work that “do not 
support the technical core itself as much as they support the organizational, social, and 
psychological environment in which the technical core must function" (Borman and 
Motowidlo, 1993, p. 73). 
Although Organ still took a dichotomy view of behavior at work (e.g. technical task 
vs. contextual performance), his conceptual development advocated reconsidering the 
concept of job and role so that behavior at work would be understood better as a whole. 
He argued that "job" is a social artifact and no longer the best way to organize work. 
With a similar rationale, Milkovich and Boudreau (1997)，in the work of human resource 
management, also stated: "Organizations are replacing the notion of 'jobs' with 
considering what ‘roles，or competencies will be required for the century" (p. 87). 
These considerations support the present study that is to conceptualize previous 
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"take-for-granted" acts beyond the job role to various role behaviors of a job holder 
(Welboume, Johnson & Erez，1998; Welboume & Cable, 1995). 
Dimensions of OCB 
As outlined above, based on Organ's (1988) extended theoretical framework of 
five-dimension OCB construct, Podsakoff finalized a 25-item OCB scale. Although this 
measurement has been operationalized (Podsakoff, et al. 1990) and widely used, it still 
does not present an inclusive framework to measure various OCB-sort of behaviors at 
work systematically. In this regard, various approaches ofreframing the 
conceptualization of OCB have been suggested. 
On the one hand, Williams & Anderson (1991) proposed categories of OCB with 
respect to the behaviors' beneficiary, including OCB directed to individuals and OCB 
directed to organizations. On the other hand, Van Dyne et al. (1994) used political theory 
to frame OCB as "active citizenship syndrome," including three dimensions of obedience, 
loyalty, and participation. Recently, Coleman and Borman (2000) sorted 27 citizenship 
behaviors according to 14 of previous most-cited studies and analyzed the data using 
exploratory factor analysis. Three factors, namely personal support, organizational 
support and conscientious initiative, emerged in their framework. 
The sheer variation among previous research to theorize a holistic framework 
perhaps indicates some intrinsic problems of the operationlization of OCB. First of all, 
the meaning of some OCB dimensions is not accurate and precise as regarding the 
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construct definition. Some capture features beyond behaviors. In the most popular OCB 
measurement scale developed by Podsakoff et al. (1990), some items do not directly 
measure behaviors at all. For example, being conscientious usually refers to a moral state 
that one behaves under his or her own sense of right and wrong. In this sense, 
conscientiousness is a kind of dispositional character. The item that “is one of my most 
conscientious employees" does not directly measure any actual performance of OCB at 
work. Moreover, another item that "believes in giving an honest day's work for an honest 
day's pay" is a value-oriented statement that does not directly measure any behaviors at 
work either. 
Cross-culture generalizbility of the OCB scale 
Moreover, the assumption that OCB is a universal phenomenon has attracted 
researchers to study the culture variations pertaining to OCB performance at work. 
Researchers have been interested in the degree to which their analyses, developed for the 
most part within North American and European culture, might apply to members of 
different cultures with perhaps fundamentally different views of reality (e.g. Kelly, 1955). 
Farh, Earley, and Lin (1997) developed an indigenous OCB scale for Chinese. They 
distinguish between the psychological elements that are shared by all cultures (etics) and 
those that are distinctive to particular culture (emics). Their study found that three 
dimensions, civic virtue, altruism and conscientiousness are shared by both the Western 
and Chinese scales, whereas sportsmanship and courtesy are relevant to Western scale 
only. Under the Chinese context, two distinctive dimensions are identified: interpersonal 
harmony, referring to acts that avoid pursuing personal power and gain with detrimental 
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effects on others and the organization; and protecting company resources, referring to 
acts that avoid abusing company policies and resources to personal use. 
Review on the application of role theory 
As the above review shows, employees possess different role definition and OCB 
may be perceived as an in-role behavior. If an employee perceives OCB within the job 
role definition, he/she is more likely to perform it. Since this role conceptualization 
process is critical for us to understand OCB performance and yet no study has addressed 
this process through which employees' job role definitions on OCB are formed, this part 
will review the application of role theory in studying behaviors at work. It attempts to 
give a sense of how role theory has been applied thus far and guide the next step of 
developing a role model of OCB. 
Role is, perhaps, one of the most central behavioral constructs in the organizational 
sciences (Van Dyne et al. 1995). Role theory concerns most important features of social 
life - persons, their behavior and the behavioral context (Biddle, 1978, 1986). Stryker and 
Statham (1982, p.313) pointed out that "role theory's strength is its sophisticated 
conceptualization of a differentiated social structure within which actions take places and 
of the ways in which structure organizes social behavior." In other words, role is a 
construct that underlies behaviors of a person in a social system. Conceptualizing various 
roles can deepen our understanding into the nature of the system and the forces driving 
individual performance as well. 
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Yet, previous research seems to concentrate asymmetrically on how the actions take 
places by studying the processes through which roles are developed, communicated and 
functioned, such as role conflict, role taking, role-playing, consensus and conformity. 
They have typically focused less on the content of roles than on the process, although 
roles themselves are manifested as patterns of individual behaviors where the behaviors 
can be described in quantitative and qualitative terms (Naylor, Pritchard, & Ilgen，1980). 
Even so, previous role-related research has indicated the existence of a rich set of 
roles beyond the formal job role of an organization. These extra roles are embedded in 
the informal social and psychological context of an organization and shape the work 
behaviors through a role-taking process (e.g. Graen, 1976; Graen & Scandura, 1987). 
Later, Miner (1987) argued that even in a highly formalized organization, idiosyncratic 
jobs are not unusual. Moreover, individual employees have been regarded as job crafters, 
whose role identities both define the job and are defined by their jobs as well 
(Wrzesniewski & Dutton, 2001). On the whole, this stream of research supports that the 
core work behaviors tend to be those that evolve out of the informal social environment 
rather that from the formal task descriptions (Ilgen & Hollenbeck, 1992). Although the 
function of these roles has been well recognized, few studies have yet asked what these 
roles really are. 
Functional roles of managers 
Thus far, only a couple of studies have conceptualized specific roles at work in a 
way to address employees' overall contribution to the organization. Two studies of 
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managerial behaviors draw on the metaphorical meaning of a role and use it to 
summarize the critical function and behaviors of managers in different aspects at work. 
First, Mintzberg (1980) presented ten managerial roles to understand the nature of a 
manager's behavioral patterns. He identified ten roles: figurehead, leader and liaison as 
interpersonal roles; monitor, disseminator, and spokesperson as the informational roles; 
and entrepreneur, disturbance handler, resource allocator and negotiator as decisional 
roles. Second, Quy (2001) exploited a similar role approach to appreciate the critical 
function of the middle manger. He proposed that a middle manager should be: 
entrepreneur, communicator, therapist and tightrope artist. Overall, few studies have yet 
intended to conceptualize various roles for employees at work. 
A role-based performance appraisal 
Regarding employees' general behavioral patterns, Welboume and her colleagues 
developed a role-based performance scale to study the effectiveness of the organizational 
incentive system (Welboume et a l , 1998; Welboume & Cable, 1995). They summarized 
four types of roles: the job and the organization role which is about doing things related 
to job description; the career role, which is about obtaining the necessary skills to 
progress through one's organizations; the team roles, which is about working with 
co-workers and team members toward the success of the firm; and the innovator role, 
which refers to the creativity and innovation in one's job and the organization as a whole. 
This study focuses on the dimensions that performance scale should have included 
besides the objective evaluations. They label such dimensions in role terms and use 
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identity theory to explain how incentive systems have motivated employees to play such 
roles accordingly. 
The meaning of role metaphor 
The application of the role metaphor here is based on the resemblance between the 
conduct of a social man and the conduct of characters who pass before us on the stage 
(Sarbin & Allen，1968). Previous applications reviewed above only used the content of 
role to summarize the overt conduct, that is, what a person does and says in a particular 
setting, as the consequence of role enactment. Accordingly, the number of roles and the 
names applied to the roles mainly serve the purpose to illustrate and consolidate different 
behaviors that actors are expected to perform at work. 
Summary 
In this section, I reviewed two main streams of studies that the present thesis will 
rely on, namely OCB studies and the role concept. Specifically, I discuss how the 
construct OCB has evolved over time, the dimensionality of OCB, and the relevant role 
metaphor applied in studying behaviors at work. Most importantly, the literature review 
has identified: the variance of individual perceptions on OCB significantly predicts the 
actual performance of OCB at work (Lam, Hui & Law, 1999; Morrison, 1994; Tepper, 
Lockhart, & Hoobler, 2001; Tepper & Taylor, 2003). The key is: employees possess 
different role definitions. Some employees perceive OCB within the job role 
prescriptions, while others do not. Yet, good citizens share a common character. They all 
tend to take a holistic view of job and perceive more OCB as job role requirements than 
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do others. In this view, some citizens tend to have a constant internal drive that influences 
their perceptions of the behaviors at work, which would bring significant behavioral 
results. Therefore, enquiring into the dispositional characters of good citizens that guide 
their holistic perceptions of OCB at work is pertinent, because OCB are behaviors that do 
not required any specific capabilities and employees initiate largely based on their own 
wills rather than in response to a request (or demand) from other persons. 
From the overt quality of the behavior to the dispositional quality of the performer, 
the intriguing question shifts from the act to the dispositional character. In particular, it 
raises the question - "how could we better explain the underlying personal psychological 
properties primarily govern OCB?" To structure a role system of an organization is not 
simply to identify the antecedent of OCB. Rather, the question attempts to seek a higher 
level of abstract on the episodes of traditionally studied extra role behaviors as a whole. 
This attempt might also help identify a larger set of proactive behaviors demanded by an 
effective organization. Drawing on the existing OCB studies, following sections will take 
a deductive approach to structure a role model that identifies the dispositional forces 
underlying OCB at work. 
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Chapter Three: A Role Perspective of OCB 
The literature review exemplifies that a consistent driving force towards the OCB 
performance is how employees conceptualize their job roles. That is, whether they define 
a certain behavior within the job role boundary. In order to understand the nature of this 
force and enrich the theoretical underpinning of OCB, I structure a role model. In this 
chapter, I first define a new concept of role value. Second, I identify three types, six role 
values at work. Third, I rationalize the process through which the role value influences 
the job role conceptualization. In the end, the model also explains how role value leads to 
the actual OCB performance mediated by the job role definition over OCB. 
Defining Roles 
Roles have been discussed with different anchors in different role theories (Biddle, 
1986). In this study, I suggest that every role has a set of core values. Conceptually, role 
values summarize the complex of mental and ethical traits of a role. According to the 
studies of values (e.g. Feather, 1979; Rokeach, 1973), different value endorsements 
explain significant individual differences and influence behaviors. By the same token, 
different role values differ in their value endorsements and such differences set the 
boundary among roles. The working definition of role in the present study: 1) involves a 
set of core values, 2) pertains to desirable behaviors of a role, 3) transcends specific 
situations and 4) guides selection of behavior. 
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Advantages of Role Value Approach 
Value is a coherent concept that is assumed to be stable over time and across 
different contexts. It distinguishes the underlying trait from the expected presentation of a 
role, which changes as a function of different situations. Theoretically, serving as a latent 
construct, role value eliminates the situational influences encapsulated in the role 
behavior measures and provides a sense of consistency. On the whole, the concept of role 
value and the operationalization of it may help enhance the reliability and validity of 
role-related studies. The importance of identifying underlying values of each role might 
be evident in at least two aspects. 
First, value is the underlying force that drives a consistent high quality performance 
of the role behavior. Role value is not only a predictor of the actual role behavior, but 
also captures the underlying psychological properties of the actor playing the role. For 
example, the role value of a companion values the friendship with the colleague. It also 
shows the role players' empathetic orientation towards his/her colleagues. In this sense, 
value is an indicator of the underlying dynamics of the role-playing process. Thus, to 
study the role value is a reliable way to predict the preferred behaviors, because its 
conceptualization distinguishes between the underlying internalized role playing and the 
ersatz role-playing merely for the impression management or self-presentation purpose. 
Second, role value helps understand how different role players perform the same 
sorts of behavior variously in similar situations. Again, take the volunteer role value as an 
example. A case in point is about helping an unfamiliar colleague who is sick to finish the 
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routine task. A person with a volunteer value will help to do the work as well as in 
situations where he/she helps a close colleague, because he/she values the helping 
behavior itself. However, a person without such a character may do a lousy job for the 
colleague, because he lacks such underlying values and his help is largely contingent on 
his/her ties with the colleague. 
Here, I wish to avoid claiming a simple casual relationship between role value and 
role behavior. Yet, I purposely point out that such contrast behaviors are a function of the 
role values of the employees who are playing the volunteer role. Role value provides 
principle guidelines on how a role is performed. A volunteer's values will guide the actor 
in different situations to perform consistent volunteering behaviors. Therefore, a good 
actor of volunteer hinges on what the actor truly values and beliefs. Grasping the 
underlying role values significantly deepens our understanding of a role and the 
performance of it. 
Identifying Functional Roles 
In the OCB research, employees contribute to organizational efficiency and 
effectiveness through acting as good citizens. This has been the most central element 
included by all conceptualizations of OCB thus far (e.g. Organ, 1997). Following the 
functionalistic school that psychological phenomena have specific functions (e.g., James, 
1952), I define: the essential function of the roles of a good citizen is to contribute to the 
overall efficiency and effectiveness of the work and consequently to the organization as a 
whole. 
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In order to identify a set of core functional role values of employees at work, this 
study uses the spatial metaphor as the taxonomy foundation. The organization is 
considered as the staging space, just as role theory begins life as theatrical metaphor. 
Employees are assumed to locate them rightly in the spatial role system with the right 
role value, so as to perform functional behaviors at work. The structure of the spatial role 
system is relevant to any kind of organization, whereas different organizations vary in 
terms of their emphases on different aspects of the role system. 
Spatial typology of the role system 
Regarding the spatial metaphor, the classical geometry theory provides a good 
analytic tool. A good typology framework should provide a systematic guideline to break 
down a holistic system into distinct but inter-related elements. It should also explain what 
should be included and what should not be within the conceptualization. According to 
classical geometry theory, an enclosed space is analyzed by three subsets of lower 
dimensions: points, lines and surfaces (Poincare, 1912). Such a geometric meaning of 
space has been the foundation for studies on Euclidean space, Cartesian space and later 
application in the field of social system (e.g. Parson, 1953). 
In the present study, a role system of an organization is conceptualized as 
three-dimensional space structure. In the organizational context, points, lines, and 
surfaces capture three aspects of phenomena. Points pertain to individual level, 
representing individual employee. Lines, related with the dyadic level, are analogous to 
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relationships between employees. Surfaces are relevant at the group level or the 
organization as a whole. It is analogous to associations among individual employees and 
the organization all together, which involves multiple participants and relationships, just 
as a surface made up by numerous lines and points. 
Insert Figure 1 about here. 
Accordingly, I propose three types of roles as points, lines and surfaces respectively. 
A spatial perspective enables us to examine individual, dyadic and group levels of 
phenomena, while the role system itself focuses on studying only the individual behaviors 
at work. A role is enacted at the proper time and proper place, according to the spatial 
structure. When dealing with tasks at work, subscribing the point type roles enables 
employees to contribute most; when interacting with a specific person, subscribing the 
line type of roles enables them to contribute most; when interacting with larger units such 
as a department or the organization, subscribing the surface type of roles enables 
employees to contribute most. 
Moreover, the spatial view facilitates our understanding on how different types of 
roles can contribute to the organization as a whole. The contribution to organizational 
effectiveness is analogous to spatial expansion, which relies on the enlargement and the 
robustness of subset elements. First, points are enlarged in terms that employees enhance 
themselves and those around them. The enhancing capability of individual employees 
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defines their possible contributions to the organization space, just as the structure of a 
space is a function of the number of lines that a point could connect. Thus, the point type 
of roles is named as enhancement roles. 
Second, the spatial expansion hinges on the robustness of lines in term of how well 
a line can thicken two points. Thus, the line type of roles is named affiliation roles which 
are specific to the relationships between employees as points of an organization. Third, 
the cubage of an organizational space is also a function of the area of surface, which is 
defined by the number of points and lines enclosed. In this sense, surface area is enlarged 
when both points and lines are active participants in the surface. Thus, the surface type of 
roles is named as participants. When the subset basic elements actively involve 
themselves in the surface, the area of it is enlarged. 
In addition, relationships among points, lines and surfaces in a geometric space 
give conceptual guidelines to understand those among enhancement roles, affiliation roles 
and participant roles. On the one hand, points, lines and surfaces are different types of 
spatial dimension; on the other hand, they are highly related as points constitute a line, 
lines constitute a surface, and surfaces constitute a space. In terms of the three types of 
roles, they prescribe distinct characteristics of behavior patterns yet they are positively 
associated with each other. This is also consistent with previous findings on OCB 
construct that there are strong relationships among most of the distinct dimensions 
(LePine, Erez, & Johnson, 2002). In the following part, six specific roles are proposed 
under this organizational spatial taxonomy with detailed explanations on each role value. 
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Identifying individual roles 
Enhancer 
Enhancer roles make an analogy between individual employees and discrete points. 
As it is defined above, they contribute to the organization by continuously enhancing 
themselves and their ways of getting things done. Specifically, I name these two types of 
enhancement roles as learner and entrepreneur respectively. 
Learner. Learner refers to employees who value knowledge and who are always 
willing to leam. With this sort of value, employees would continuously enhance 
themselves through learning so as to be better overall contributors of the organization. A 
learner believes that continuous learning can help contribute to the organization. In this 
sense, learners are interested in job related knowledge, take initiatives to expand job 
knowledge, and are willing to leam from others. The behavior prescribed by learner's 
role value, such as seeking out advanced continuing education, keeping abreast of the 
latest developments in one's field, taking up extra novel tasks and so on, are positively 
related with the organization effectiveness (George & Brief，1992; George & Jones，1997; 
Scholl, Cooper, & McKenna, 1987; Van Dyne, Graham, & Dienesch, 1994). Maurer and 
Palmer (1993) have also empirically demonstrated that employee development benefits 
coworkers too. 
Entrepreneur. Entrepreneur refers to employees who value different novel ways of 
getting things done better. They continuously try various approaches to enhance the ways 
things are done in the organization. Entrepreneurs believe that they should not be 
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constrained by the existing ways of doing things. Instead, they find new ways, try new 
ideas, and think continuously from different perspectives at work. For an organization, 
Schein (1980) argued that if firms intend to remain competitive in a complex and 
changing environment, they must have employees who are creative on behalf of an entire 
organization. That is, employees must possess an entrepreneur role value. With such 
innovative mind-sets of individual employees, good strategies can grow out of initiatives 
that have been taken by all sorts of people in the organization. On the whole, the role 
value of entrepreneur brings originality into the working process and gives fresh impetus 
to the organization. 
Affiliate 
Affiliate roles make an analogy between the employee relationships and the lines 
thickening two points. Specifically, affiliates refer to volunteers and companions. 
Volunteer roles capture the fortuitous type of relationships, whereas companions catch 
the development of established relationships in an organization. Volunteers and 
companions contribute to the organization as they tend to act instinctively to benefit 
others in the organization. In this sense, organization bears less attrition cost associated 
with more detailed and sophisticated control system, which leads ultimately to a financial 
gain (Ouchi, 1980; Williamson, 1975). 
On the other hand, it is worth noting that I confine the role of volunteers and 
companions as contributing components towards the organization. If an employee 
commits delinquent behavior to develop the relationship with colleagues or tends to 
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perform helping behavior only in front of the supervisor as a kind of impression 
management (Wayne & Liden, 1995) even with no harm to the organization, he/she is not 
playing a functioning affiliation role proposed here. By definition, affiliation roles should 
contribute to organization en bloc or at least intended to do so. 
Volunteer. Volunteer refers to employees who value helping others. They give 
freely to benefit others for the organization with whom has no established mutual 
obligations (Wilson, 2000). In other words, volunteers are willing to help others as much 
as possible when needed, regardless whether they are familiar with the people who need 
helps. The contribution of volunteer to an organization has been well studied as the 
altruism behavior in previous literature, such as general interpersonal helping behavior 
(Granham 1989), voluntary actions that help another person outside the organization with 
a work problem (Organ, 1988), and helping a specific person in face-to-face situations 
(Smith et. al, 1983). Such studies all support that volunteers positively contribute to the 
organizational effectiveness by performing helping behaviors. 
Companion. Companions refer to employees who value the friendship and mutual 
support with colleagues. They attempt to develop functional relationships with others in 
the organization. They believe that coworkers should respect, trust, and encourage each 
other. With such a role value, companions are more likely to work together, discuss 
problems and share work experience as stories, which accelerates the problem solving 
process. They might also help peers with personal matters, such as family problems, 
emotional upsets, or avoiding censure for committing errors or for breaking 
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organizational rules (Brief & Motowidlo, 1986). Such a companionship among 
employees is like glue that holds collective endeavors together and contributes to the 
organizational effectiveness. 
Participant 
Participant roles make an analogy between the employee involvement at work and 
the surface composing points and lines. Specifically, it refers to employees proactively 
supporting organization, colleagues and supervisors as a whole. On the other hand, being 
a supporter does not prevent employees from providing structural controversy. An active 
community participant is also a challenger, who feels obligated to point out the 
dysfunctional practices and provides constructive suggestions. 
Supporter. Supporter refers to employees who agree with the organization and are 
willing to advocate it in front of others. Supporters believe that employees should accept 
organization's decisions once they are finalized, encourage coworkers to support the 
organization, stand up for the organization in front of others. Having such a role value, 
employees come to internalize and behave according to the organization's core values 
and goals. They present a sense of organizational obedience (Graham, 1991)，consistently 
attaching with the organization and practice major values and policies despite temptations 
to shortcut or avoid them when they appear personally inconvenient (Borman & 
Motowidlo 1993，1997). Supporters also contribute to organizational effectiveness by 
building up loyalties, which is especially valuable during the organizational change and 
facing the turbulent external environment (Graham, 1991). 
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Challenger. Challenger refers to employees who are willing to provide constructive 
opinions rather than simply take all organizational initiatives for granted. They believe 
that they should point out problems that adversely affect the organization. If there are 
problems in the supervisor's decision, challengers will speak out. They also dare to voice 
opinions which differ from the majorities' in the organization. In this sense challenger is 
similar to protestors or whistleblowers (Graham, 1986; Dozier & Miceli, 1985; Miceli & 
Near, 1985; Van Dyne, Graham, & Dienesch 1994). Yet, they are different in a way that 
challengers act more proactively by providing constructive suggestions to the decision 
makers and are considered positively associated with the organization. 
In the above section, I attempted to develop a theory of role value and outlined six 
roles, namely learner, entrepreneur, volunteer, companion, supporter and challenger, 
which contribute to the organization as a whole. In order to examine how these six roles 
drive the job role definition and ultimately influence the OCB performance at work. I will 
conduct an empirical study. In the following section, a role model of OCB is structured 
and the empirical testing is conducted. 
Constructing a Role Model of OCB 
The role model of OCB includes five components: 1) the main effect of role value 
that leads to OCB performance at work; 2) the mediating effect of the perceived job role 
definition on the relationship between role value and the OCB performance at work; 3) 
the moderating effect of the individual cultural values — individualism; 4) the moderating 
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effect of the cooperative climate of a work unit; 5) and a three-way interaction of 
cooperative climate, individualism and role value. 
Insert Figure 2 about here. 
The main effect of role value 
Role conceptualizes hidden values that employees may assume at work. Individual 
variation around these values reflects unique personality and experience. As a result, 
these values are desirable actions varying in importance that serve as the guiding 
principle in employee's behaviors. In an organizational setting, values capture what 
employees consider important at work. Ilgen and Hollenbeck (1992) have pointed out that 
the functioning of a job partly depends on the incumbent's effort in the job to perform it 
effectively in line with their values. These values guide employees to prioritize the 
performance of certain behaviors given limited resources. For example, a value that 
emphasizes the importance of companionship at work would guide a person to sacrifice 
more resource such as time and energy to help colleagues. Therefore, different value 
endorsement influences people's behaviors (e.g. Feather, 1979; Rokeach, 1973). In the 
present study, role value leads to different performances of OCB at work. 
Hypothesis 1: Employees ‘ levels of role value are positively associated with their 
performance of OCB at work. 
The mediating effect of perceived job role boundary 
Theories and empirical studies have demonstrated that value is the criteria people 
use to select and justify actions (e.g. Rokeach, 1973; Schwartz, 1992). Yet, the 
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relationship between role value and OCB performance at work is mediated by a cognitive 
factor. That is, the perceived job role definition. In other words, individual values guide 
employees' selection and justification process of actions at work. An employee with 
stronger role values is more likely to derive stronger sense of obligation towards related 
behaviors at work and thus define them as parts of job role responsibility. In the present 
study, role value drives individual employees to perceive according behaviors at work as 
parts of the in-role responsibility. Therefore, the perceived job role definition, a cognitive 
appraisal that measures the scope of the in-role responsibility (Morrison, 1994; Hui et. al, 
1999; Tepper et. al, 2001，2003) is a function of job incumbents' role values. 
Moreover, if an employee perceives a certain behavior within the job role, he/she 
will conceptualize it differently and perceive a different set of incentives surrounding the 
behavior from those out of the job role boundary (Lam, et. al 1999; Morrison, 1994; 
Tepper, et. al, 2001). Specifically, the motivation for behaviors within the job role is 
greater than the motivation for those out of it (Katz, 1964), because of a larger sense of 
responsibility and obligation. In this view, if OCB is perceived within the scope of the 
job role definition, it is more likely for an employee to perform it at work. Therefore, 
employees' scopes of perceived job role definition are positively associated with the 
actual performance of OCB. 
Hypothesis 2: Employees ’ job role definitions will fully mediate the relationship 
between role value and the OCB performance at work. 
Hypothesis 2a: Employees ‘ levels of role value are positively associated with 
employees 'job role definition. 
Hypothesis 2b: Employees，job role definition is positively associated with the 
actual performance of OCB at work. 
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In the above section, I demonstrated a connection from the role value, to the 
perceived job role definition, and to the actual behaviors. As role value captures 
individual values of actors playing each role, I consider that two forces will significantly 
influence the functioning of the role value. First, actors' cultural values may interact with 
their individual values: some inherited individual values would emphasize the importance 
of role values at work, whereas some would suppress such role values. Second, the work 
climate may also interact with the role values: some work climate may be consistent with 
them, whereas some may be contradicted with the role values and thus degrade the effect 
of such values. 
Individualistic values of individual employees 
Individual differences in cultural values might be one of the important factors 
that influence the effect of the role value. At the cultural level, Hofstede (1980) first 
defined that individualism implies a loosely knit social framework, in which people are 
more likely to act on their own interests. The same phenomenon is pertaining to the 
individual level of analysis (i.e. within-culture analysis of the present study). The 
corresponding concept of individualism is idiocentrism (Triandis, 1995). Specifically, 
idiocentrism emphasizes the self-reliance, which indicates that high individualistic 
individuals are more likely to perform according to their own values or dispositional 
character in general, whereas low individualistic individuals tend to perform according to 
their in-group norms. 
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Therefore, for people with a high individualistic value, the function of role value 
would be more significant, because such employees are more likely to perform according 
to their own value. Moreover, the high individualistic employees usually view tasks 
beyond the job requirements for the good of the group as exceptional behaviors (Paine & 
Organ, 2000). That is to say, for individualistic people, only when they hold a stronger 
role value, they will tend to define the job role boundary wider. 
On the other hand, the less individualistic people tend to perform any sort of 
behavior that benefits the in-group, which is considered as the work unit - organization in 
the present study. The normative value of being less individualistic would lead employee 
to perceive a large scope of job role definition anyhow. In other words, less 
individualistic employees would define the job role boundary wider than do the high 
individualistic employees regardless of the level of their own role values. Therefore, the 
effect of role value would be stronger for more individualistic employees at work than 
those with lower individualistic values. 
Hypothesis 3: Individualism will moderate the relationship between role value and 
the perceived job role definition. For employees who are more individualistic, the 
relationship between role value and the perceived job role definition will be stronger 
than for employees who are less individualistic. 
Cooperative Climate 
The third component of the model concerns the organizational context. While 
Porter (1994) advocated that the “0” of the organizational behavior had always been 
under-explored, in order to establish a comprehensive theory of organizational 
phenomena, organizational context is an indispensable factor (e.g. Cappelli & Sherer, 
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1991; Cummings，1981; Mowday & Sutton, 1993; O'Reilly, 1991). According to 
Cappelli and Sherer, context is defined as "the surroundings associated with phenomena 
that help illuminate those phenomena, typically factors associated with units of analysis 
above those expressly under investigation (1991, p. 56)." In this view, context is 
environmental forces or organizational characteristics at a higher level of analysis that 
influences the focal model in question. In the study of OCB, Konovsky and Pugh (1994) 
and Van Dyne et al. (1995) have also pointed out that a comprehensive theory of OCB 
should include group-level variables, which is a higher level of individual OCB 
performance. 
In the model of role value, the actual performance of OCB takes place in various 
organizational settings. Although I consider it as a general model that has the explanatory 
power across different organizations, it certainly functions variously in different contexts. 
I argue that certain contexts facilitate such dynamics, whereas others inhibit it. 
Specifically, the organizational context is conceptualized as a group-level variable 一 
climate. Climate portrays the group-level social environments in relatively constant terms, 
describing them in terms of a fixed set of dimensions that are consciously perceived by 
organizational members (Denison，1996). Schenider (1975) has summarized individuals 
need information from their environment, namely the perceived organizational climate, 
‘ which will help them adapt into and balance with their environment. In this sense, the 
function of role value is moderated by the climates that promote or prevent their effects. 
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Following the above reasoning, I consider cooperative climate an important group 
level variable. Individual role values of a good citizen are more likely to be elicited under 
a cooperative environment, because the spirit of this sort of role value is to contribute to 
the organization cooperatively. In other words, the cooperative environment cues are 
consistent with role values. On the other hand, a lack of cooperative environment 
suppresses the effect of this sort of role values, as the climate might adversely signal that 
the performance of OCB is at the expense of completing one's own assignment and the 
competitive advantages, which is contradicted to the nature of the role value. Therefore, a 
high cooperative climate promotes the functioning of the role value. 
Hypothesis 4: Organizational climates will moderate the relationship between role 
value and the perceived job role definition. The relationship between role value and the 
perceived job role definition will be stronger under the higher cooperative climate than 
under the lower one. 
Three-way interaction effect of cooperative climate, individualism and role value 
Fourth, it is about the interaction between the situational variable (cooperative 
climate) and the dispositional variables (individualism and role value). The interesting 
interaction takes place when a high individualistic individual works in a unit of a high 
cooperative climate. Individualists tend to view self as an independent entity, that 
personal goals have primacy over in-group goals, and that in-group confrontation is 
acceptable (Triandis, 1996). On the contrary, the cooperative climate discourages 
confrontation, but encourages members to put the group goal above individual goals 
(Tjosvold, 1984). In this situation, if individualists hold values that are inconsistent with 
the group's common wealth, there would be strong incongruence between the 
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individualists and the cooperative climate. Consequently, they are less likely to engage 
fully at work, nor to define more behaviors as the job role requirements. 
However, for individuals holding a high level of the role value, their own values are 
consistent with the group's common wealth, since role value intends to capture the values 
that contribute to the organization as a whole. Therefore, the individual dispositional 
characters and the group norms are congruent in this situation. As a result, these two 
consistent influences from the dispositional and situational factors reinforce each other. 
In this case, employees at work are more likely to devote themselves at work and 
perceive larger amount of behaviors as part of the job role requirement. 
Hypothesis 5: Cooperative climate, individualistic values, and role values will 
present a three-way interaction effect Specifically, for employees who are high 
individualistic and work in a unit with high cooperative climate, the relationship between 
role value and the perceived job role definition will be the strongest. 
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Chapter Four: Methodology 
Samples and Data Collection 
Data were obtained from three samples: one student sample for the pretest of role 
value construct and two samples from a Canadian insurance company for both the role 
value scale validation and the hypothesis testing. Questionnaires were in a bilingual 
version with the Chinese translation checked by the back-translation procedure (Brislin, 
1970). 
Student sample 
At the time of the data collection, MBA students were enrolled at a Hong Kong 
university. All students were all full-time employees, going to school part-time. Surveys 
were administrated to 40 students and 33 pieces were received back. Twenty-seven 
percent of the respondents were male and 73% were female, with a mean age of 31.5 
(SD=4.2) and a mean working experience of 8.7 years (SD=3.5). 
Insurance company samples 
This thesis includes two sets of data collected from multi-line insurance agents and 
managing directors working in a major insurance company in Hong Kong. These agents 
sold a variety of insurance products, and were paid primarily on a commission basis; their 
supervisors were the senior managers of different agencies in a big insurance company. 
Data of the key variables - role values, perceived job role definition, supervisor 
evaluated OCB performance and personal individualism, were obtained from the 
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employees who worked in one of the local branch of the sampling international insurance 
company. The branch director gave us permission to administrate surveys to all 
employees. We prepared two surveys: one was to subordinates, evaluating the role value, 
job role definition, and individualism; the other one was for supervisors to evaluate 
subordinates' performance of OCB. Both surveys included questions of demographic 
background. A business-reply envelope addressed to the researchers was also attached 
with the survey. On the cover letter, it was promised that information would be kept 
confidential to the company and for the research purpose only. We matched supervisors' 
and subordinates' responses by filling in the subordinates ID on the surveys both to the 
subordinates and to the supervisors. 
We first administrated surveys to 620 subordinates and received 512 pieces back. 
Forty-four percent of the subordinate respondents were male and 56% were female, with 
a mean age of 37.2 (SD=8.13). Forty-eight percent of them graduated from high-school 
or vocational school and 28% received college education, with a mean tenure in the focal 
branch of 3 years (SD=2.9). 
Then, we identified all the supervisors at the focal branch, 65 in total. Each supervisor 
was asked to evaluate 3 to 5 of their immediate subordinates. The evaluated subordinates 
were randomly selected. We, then, filled in the name of the randomly selected 
subordinates along with their ID on the questionnaire for the supervisor, so that 
supervisors could easily evaluate their subordinates. In total, supervisors evaluated 257 
subordinates. Eliminating surveys with missing data and those that did no have a match 
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produced a final sample of 196 pairs of supervisor-subordinate dyads for testing 
hypotheses using supervisor evaluated OCB as the dependent variable. 
Data measuring the cooperative climate of the eight work units under the focal branch 
were collected from an independent source. It was included in an on-line questionnaire 
containing questions on agency work climate, self-perceived similarities with the branch 
manager, and demographic information. A total of 932 agents (31% of the total agent 
force of the whole company) responded to the survey. The agents are from 59 work units 
of the whole company. We then identified the cooperative climate of the eight units under 
the local branch from which we collected the data for hypotheses testing. The number of 
the respondents for each of the eight branch ranges from six to 59. 
Item Development for Role Value Construct 
Construct development followed steps outlined by Hinkin (1998)，including: the item 
generation, Q-sort, pilot tests and the exploratory factor analysis (EFA), revision of the 
items, EFA, item reduction, EFA again, and finally the confirmatory factor analysis 
(CFA). First, items were generated through a deductive approach. Guided by the 
conceptualization of the six role values, the study developed an initiate set of 48-item 
scale. Second, Q-sort was conducted with ten expert judges (three professors and seven 
graduate students) in the field of management to sort items according to the definitions 
for the six role values in the conceptual model. Accordingly, the study chose those items 
on which at least 80% of the judges agreed on the item's coding. Based on this criterion, 
33 items were selected from the original 48 items. 
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Third, a pretest of this scale on a part-time MBA class was carried out. A preliminary 
reliability test was conducted. The Cronbach's a for six role values all were larger than 
0.7. The item-to-total correlation is also larger than 0.4. The 33 items were also discussed 
among the MBA students. According to the feedback and theoretical definition of each 
dimension, we further polished the items. A revised 33-item role value scale was used for 
later data collection. 
Measures 
Role value. According to the conceptual model, the result of Q-sort, and the pretest, 
we collected data of 33 role value items. Respondents used a five-point response scale 
(1= "strongly disagree"; 5 = "strongly agree"). 
Job Role Definition. According to the studies on the scale properties of OCB in the 
Chinese society (e.g. Far, Earley, & Lin, 1997), OCB scale possesses two aspects of 
factors, namely etic and emic. We developed ten items of PJR scale from the existing 
measures of OCB (Podsakoff et.al, 1990; Smith et al. 1983; Van dynn, et. al, 1994) in the 
etic aspect only, because it has been demonstrated that only items in the etic aspect better 
generate explanatory power in the Chinese samples. The etic aspect includes three factors: 
altruism, consciousnesses, and civic virtue. 
Moreover, we followed Morrison's (1994) approach on designing the role 
definition effect measure to re-word OCB scales into the perceived job role definition 
scale. First, we chose items that measure specific behaviors in the OCB scales. Items such 
40 
as "believes in giving an honest day's work for an honest day's pay" that do not measure 
the actual performance were eliminated. Second, we reoriented some of the items to fit in 
the work setting of an insurance company. For example, the professional image is very 
important for the insurance agent. Thus, we developed the items such as "Maintains a 
professional image is very important for the insurance agent" under the conscientiousness 
dimension. The respondents reported 
On the other hand, we adapted Lam et. al.'s (1999) test of a Chinese sample of using 
a five-point response scale and asked respondents' level of agreement on the extent to 
which they regarded each of the ten items to be part of their job responsibility. In the test 
of the hypotheses, we aggregate three dimensions into a composition score to represent 
the level of perceived job role definition. 
Organizational citizenship behavior. The same as the perceived job role 
definition scale, supervisors rated their subordinates' OCB using 10 items capturing the 
etic aspects of OCB performance. Respondents used the same five-point scale to rate 
their levels of agreement with how they consider their subordinates have performed 
certain behaviors. We also exploited a force-variance approach here. Each supervisor 
evaluates two to five subordinates by putting the evaluation results into five boxes for 
each item, ranging from "strongly disagree" to "strongly disagree." We suggested the 
supervisors to differentiate the subordinates' performance by putting evaluations into 
different boxes. In the test of the hypotheses, we aggregate three dimensions into a 
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composition score to represent the actual performance of OCB. Respondents used a 
five-point response scale (1= ‘‘strongly disagree"; 5 = "strongly agree"). 
Cooperative Climate. Unit climate was assessed by three-items adapted from the 
scale developed by Wang (2001). Subordinates within a unit evaluate the cooperative 
climate at the unit level, according to three items. Items include: emphasizes team 
building, fertilizes cooperative spirit, and encourages cooperation. Respondents used a 
six-point response scale (1= "strongly disagree"; 6 = "strongly agree"). 
Individualism. Individualism was assessed using the scale developed by Earley 
(1993). Three items were selected to measure individualism according to the working 
context of an insurance company. Four exporter judges have agreed with the selection. 
Among the experts, one has an extensive experience of working with the insurance agents. 
Respondents used a five-point response scale (1= “strongly disagree"; 5 二 "strongly 
agree"). 
Control variables. The same as the common practices in the studies of OCB, the 
demographic control variables are age, organizational tenure (in months), gender, 
education, and monthly sales figures (in log form). 
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Chapter Five: Results 
Analysis 
Role Value 
The finalization of the role scale involved two steps - EFA and CFA. The sample 
composing the role value was randomly split into two samples with 246 and 259 cases for 
EFA and CFA respectively. First, EFA was conducted by using the first set of the split 
sample. Under the varimax rotation method, six factors emerged and cumulatively 
explained 61.12% of the variance. The factor structure was consistent with the theoretical 
foundation of the scale, while they were not identical. Table 2 reports the basic 
configuration, with the factor loading smaller than 0.4 hidden. Items of learner and 
entrepreneur, namely the point roles, tend to cluster around the first factors. Items of 
companion and volunteer, namely the line roles, tend to cluster around the second factor. 
Yet, the surface type roles fell into two types. Supporter roles loaded on the third factor, 
whereas challenger roles loaded on the fourth factors. 
Insert Table 2 about here. 
Based on the first EFA and the theoretical foundation of the role scale, I selected 18 
items with three items for each of six roles. I then ran the second EFA with a varimax 
rotation. Eighteen items loaded on three factors. Table 3 shows that the factor structure is 
consistent with the theoretical foundation of the role scale. Three types of role values, 
enhancer (point), affiliate (line), and participant (surface), emerged. The 
eighteen-item-three-factor structure cumulatively explains 57.41% of the variance. 
Specifically, enhancer factor explained 20.65% of the variance, affiliate factor explained 
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18.73% of the variance, and participant factor explained 18.04% of the variance. On the 
whole, a three-factor model merged after EFA，consistent with the theoretical model. 
Insert Table 3 about here. 
Second, CFA was carried out after EFA. According to the factor structure emerged 
above, I specified a three-factor model. Table 4 reports the results of CFA. The overall fit 
of the three-factor model hypothesized in the conceptual model to the data was well fitted 
(X^(132)=883.06; NNFI= 0.90; CFI=0.91; RMR= 0.052), with all of the items used to 
assess the three types of role values loading significantly on their intended factors. The 
Cronbach's a of the three factors, namely enhancer, affiliate and participant were 0.78， 
0.80, and 0.79 respectively. 
In addition, since the role theory assumes that six roles are distinct, I also specify a 
six-factor model. Table 5 reports the results of CFA. The overall fit of six-factor model 
hypothesized in the conceptual model to the data was well fitted (x^(120) =743.92; 
NNFI= 0.91; CFI二0.93; RMR= 0.053), with all of the items used to assess the six role 
factors loading significantly on their intended factors. The Cronbach's a of the six factors, 
learner, entrepreneur, volunteer, companion, supporter and challenger, were 0.78, 0.8, 
0.79，0.78, 0.74 and 0.63 respectively. While the CFA results demonstrated the good fit 
of the six-factor model, there is no evidence showing that it is significantly better than 
three-factor model. 
Insert Table 4，5 about here. 
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According to the CFA results, both the three-factor the six-factor solutions were 
empirically supported. Yet, EFA results demonstrated that three latent factors emerged 
from the sample. Therefore, in the following hypotheses testing, I aggregated six role 
values into three variables denoting three types of the roles, namely enhancer (point), 
affiliate (line), and participant (surface). Six roles might have different affects, whereas 
these different affects might fall into three categories. On the whole, the six role values 
were identified based on the sampling data set, while three types of role values emerged 
among these six roles. Given the parsimonious principle, the results suggested that the 
present and future study should exploit the three factor solutions. 
Self-report Job Role Definition 
Table 6 reports the results of the confirmatory factor analysis of the perceived job 
role definition measurement. The overall model fit of the three-factor model used in this 
study to the data was well fit (x \32) 二 187; NNFI= 0.92; CFI二0.94; RMR二0.057). The 
Cronbach's a of the three factors, altruism, conscientiousness, and civic virtue, are 0.77， 
0.73，and 0.76 respectively. 
Insert Table 6 about here. 
Supervisor-evaluated OCB performance 
Table 7 reports the results of CFA of the OCB measurement. The overall model fit 
of the three-factor model used in this study to the data was well fit (x^(32)=101; NNFI= 
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0.95; CFI=0.97; RMR=0.051). The Cronbach's a of the three factors，altruism, 
conscientiousness, and civic virtue, were 0.83, 0.75, and 0.71 respectively. 
Insert Table 7 about here. 
Aggregation test for unit-level cooperative climate 
Because cooperative climate is conceptualized at the unit level, I aggregated 
individual ratings of unit climate into a unit level. To justify the aggregations, I based a 
calculation of interrater agreement/consensus (rwg) on a uniform expected variance 
distribution (James, Demaree, & Wolf, 1984). After the values were obtained, I then 
compared them with the critical rwg at 5% significance according to the number of the 
rater and the category of the measurement (Dunlap, Burlee, & Smith-Crow，2003). There 
are total nine units of the focal sample. The inter-rater reliability was obtained in the eight 
units, while rwg of one unit is smaller than the critical values (See Table 8). According to 
the result, 30 respondents from the unit with a climate data that cannot reach the 
interacter agreement were not included in the later hypothesis testing. 
Insert Table 8 about here. 
Descriptive Statistics 
Descriptive statistics and zero-order correlations are presented in Table 9. Three 
types of role value are correlated with each other (ranging from 0.54, 0.54 to 0.57). 
Perceived job role definition is positively related with enhancer (r=0.34, p<0.001), 
affiliate (r=0.47, p<0.001), and participant (r=0.43, p<0.001). Supervisor evaluated OCB 
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is also positively related with enhancer (r=0.24, p<0.01), and affiliate (r=0.20, p<0.04), 
participant (r=0.17, p<0.05). Moreover, perceived job role definition has a positive 
relationship with the supervisor evaluated OCB (r=0.16, p<0.05). 
As the independent variables are correlated, the multiconlinearity test is checked. 
VFI is tested in all following regressions. For all the analyses, none of the VFI is bigger 
than 10 and thus there was no further adjustment of the variables. 
Insert Table 9 about here. 
Regression Results 
Main effect of role value 
Table 10 presents the regression results for the relationship between role value and 
OCB performance at work. Demographic control variables accounted for a significant 
13% of the variance. The addition of role value variables accounted for an additional 4% 
(p<0.01) of the variance in the OCB performance only. Yet, unexpectedly individual 
roles did not account for significant additional variance in the OCB performance. 
Hypothesis 1 is none significant. 
Insert Table 10 about here. 
According to Baron and Kenney (1986)，the first prerequisite of mediating effect is 
a significant relationship between the main independent variable and the outcome 
variable before considering the mediator. However, above results show that the main 
effect is not as strong as expected, as none of three role value variables significantly 
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explained the variance of the OCB performance. Therefore, following regression results 
will at most support two separated connections: one is from the role value to the job role 
definition and the other is from the job role definition to the OCB performance. 
Effect of Perceived Job Role Definition 
Table 11 presents the regression results for the model predicting the perceived job 
role definition. Demographic control variables accounted for a significant 3% of the 
variance. Consistent with Hypothesis 2a, the addition of role value variables accounted 
for an additional 20.8% of the variance in the perceived job responsibility (p<0.001). 
Specifically, there were evidences of the afflliator role value (standardized p = 0.31; 
p<0.001) and participant role value (standardized P = 0.16; p< 0.01). But unexpectedly, 
enhancer role value was none significant in explaining the perceived job role definition. 
Insert Table 11 about here. 
Table 12 presents the regression results for the model predicting OCB. Once again, 
demographic control variables accounted for a significant 12% of the variance. 
Hypothesis 2b is supported with the evidence that the addition of perceived job role 
definition accounted for an additional 3% of variance in the OCB (standardized P = 0.16; 
p<0 .01) . 
Insert Table 12 about here. 
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Moderating effect of individualism 
The addition of the interaction effect by individualism accounted for no significant 
variance in the perceived job role definition. Yet, the moderating effect was marginally 
significant in the participant role aspect (standardized (3 = 0.11; p< 0.08). The predicted 
relationships between the participant role value and the perceived job role definition at 
different levels of individualism were plotted in Figures 3 following the procedures 
outlined in Aiken and West (1993). Results in Figure 2 support hypothesis 3 that predicts 
a positive moderating effect of individualism. Interaction effect of the individualism on 
the relationship between role value and the perceived job role definition is significant on 
the participant role aspect. High individualistic employees (one S.D. above the mean) 
presented a positive association between role value and perceived job role boundary; 
whereas low individualistic employees (one S.D. below the mean) presented a slightly 
negative association. 
Insert Figure 3 about here. 
Moderating effect of cooperative climate 
The addition of the interaction effect by cooperative climate accounted for no 
significant variance in the perceived job role definition (p�0.1) . No robust results support 
hypothesis 4. 
Three-way interaction of cooperative climate, individualism and role value 
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The addition of the three-way interaction effect by role value, cooperative climate 
and individualism accounted for no significant added variance change in the perceived 
job role definition. Yet, the moderating effect was significant in the affiliate role aspect 
(standardized p = 0.18; p< 0.01). The predicted relationships between the affiliate role 
value and the perceived job role definition at different levels of cooperative climate and 
individualistic values were plotted in Figures 4 following the procedures outlined in 
Aiken and West (1993). Results in Figure 4 partially support the Hypothesis 5 that 
predicts a positive moderating effect. Figure 4a demonstrates that in high cooperative 
climate units (one S.D. above the mean), high individualistic employees (one S.D. above 
the mean) presented a positive association between role value and perceived job role 
boundary; whereas low individualistic employees (one S.D. below the mean) presented a 
slightly negative association. On the contrary, Figure 4b demonstrates that in low 
cooperative climate unites, high individualistic employees presented a negative 
association between role value and perceived job role boundary; whereas low 
individualistic employees (one S.D. below the mean) presented a positive association. 
Insert Figure 4a, 4b about here. 
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Chapter Six: Discussion 
Discussion on Findings 
Role Scale Development 
The preliminary conceptualization of the role scale identified six roles and 
classified them into three categories. This framework broke a simple dichotomy of in-role 
vs. extra-role behaviors or a dichotomy of technical vs. contextual performance in 
previous studies. It disentangles the complexity of employee behaviors at work by 
theorizing a structure of dispositional character that specifies three types of proactive role 
at work. In so doing, it provides a novel perspective to understand how employees 
conceptualize behaviors and perceive their jobs. Essentially, the role value model paves a 
new conceptualization on the nature of a holistic view of the job role. 
Effects of role value and job role definition 
Although the results do not support a direct strong association between role value 
and OCB performance (Hypothesis 1), they lend support to the importance of the role 
value and its influences on the perceived job role definition (See Table 11 for a summary). 
Role value scale, which attempts to capture actors' underlying value at work, explains the 
degree of the obligation that actors perceive on certain citizenship behaviors at work 
(Hypothesis 2a). Moreover, such a perception leads to a better performance of OCB at 
work (Hypothesis 2b). The results demonstrate that role value strongly relates to the 
perception on certain behaviors, which leads to significant behavioral consequences. 
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While the overall effect of role value is significant, the explained variances only 
rely on the affiliate roles and participant roles. Enhancer roles fail to explain the variance 
of the perceived job role definition. My conjecture is that behavioral measurements used 
in present study were not exactly mapped with the domains that role value enclosed. 
Specifically, enhancers mainly deal with the task related issues. But the behaviors 
measured by the perceived job role definition scale are mainly about helping behaviors 
toward others and participations at work. The gap between the two focal domains might 
hinder enhancer roles to display its power. 
On the other hand, the weak relationship between role value and supervisor 
evaluated OCB performance may indicate the need to further hone the OCB scale and an 
all-around performance appraisal at work. In the present study, role value intends to 
conceptualize both the task and contextual roles at work. Yet, the behavioral outcome 
variable only measures parts of the helping and participating behaviors. Future studies 
should enclose a larger range of behavior domains. 
Insert Table 11 about here. 
Two-way Interaction effect 
The interaction effect of the individualism on the relationship between role value 
and the perceived job role definition is significant on the participant role aspect 
(Hypothesis 3). Following the assumption that high individualistic employees will be 
more likely to rely on their role values, the positive moderating effect indeed shows that 
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participant role value may significantly drive the high individualistic employees to define 
a larger amount of citizenship behaviors as part of job role requirements. 
Unexpectedly, only the participant role aspect presents a significant interaction 
effect. Yet, this result may demonstrate the differential effect of three types of role values 
at work. Individualism addressed in this case focuses on the relationship between the 
individuals and the group. The individualism scale (Earley, 1993) mainly captures 
employees' preference of working within a group and adopting the group goal. In 
particular, only participant role value addresses the relationship between the individual 
and the group or higher levels of work units. When employees face a choice between 
individual goals and group goals, only participant value will drive individualistic 
employees to perceive group related issues as part of job role definition. 
Three-way Interaction Effect 
In the end, the thesis identifies that the affiliate role value may influence 
employees' job role definition significantly differently regarding employees' 
individualistic values and their work unit climates (Hypothesis 5). First, affiliate role 
value is especially powerful in cases where a high individualistic person works under a 
high cooperative climate (Figure 4a). As the above argued, individualistic employees tend 
to behave according to their own goals and values. When individualistic employees play 
role values consistent with the work climate, the situational force is congruent with the 
role value and thus enhances the effect of role values. Therefore, individualists' role 
value tends to express strongest effect under a high cooperative environment. 
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In contrast, the results show that role value and perceived job role definition have a 
negative relationship among low individualistic employees who work in high cooperative 
work climate. This finding may suggest that a high cooperative climate may generate an 
undesired social loafing effect among employees who possess low individualistic values. 
In this view, the low individualistic employees tend to have a collective self-concept and 
believe that their peers hold similar values as they do. Consequently, under the 
cooperative work climate, a stronger role value reinforces such a belief that "even if I 
have no action, my group members will do." That is, the stronger the role value, the 
stronger employees believe that their peers will do the work for them, and therefore they 
themselves can ignore the tasks within the job role boundary even though the assumed 
role values suggest in so doing. 
On the other hand, the interaction between individualism and role value presents an 
exact reversal effect under the low cooperative climate (Figure 4b). First of all, in the low 
cooperative climate units, low individualist employees' job role perceptions are positively 
driven by their role values. It seems that the low cooperative climate signals information 
that if they do not behave what they value, no one will do. Hence, low individualist 
employees who tend to identify with the group goal will be driven by the role value 
strongly, sharpen their roles at work, and hence may perceive a larger job role boundary. 
On the contrary, the high individualistic employees have little intention to preserve a 
clear collective self as a group member. Moreover, a low cooperative climate may exert a 
low cooperative pressure but prompt members to compete with each other. As a result, 
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high individualist employees, who are insurance agents in this case, may not assume 
proactive roles at work although they might still work diligently for other motives. That 
is, under a low cooperative climate, a high role value would drive high individualists 
away from defining a larger job role in the specific work context. 
Nevertheless, only the affiliate role value shows interaction effects with 
individualism under different level of cooperative work climates. My conjecture is that 
work climate scale (Wang, 2004) used in this study captured the inter-personal 
cooperative intent and yet only affiliate role values are sensitive to the cooperation among 
employees. Intuitively, it is hard for an affiliate role value to exert strong effect if 
employees see each other as competitors. It would be hard to play a role as a companion 
and competitor at the same time. Yet, regardless of the cooperative climate, employees 
could still be good enhancers and participants. 
Theoretical Contributions 
The current contributions of this model are fourfold. First of all, I attempt to 
identify a role system of employees at work. I consider the presence of prevailing OCB at 
work indicating a robust role system of organizational members at work. Specifically, a 
typology of role value was proposed and operationalized to capture the values underlying 
behaviors at work. This role value system not only guides us to reframe OCB from a 
higher level of abstraction, but also has a potential to help identify latent factors driving 
manifested behaviors contributing to organizational effectiveness. It may also help 
answer such questions as how to bring organizational members' full personhoods at work 
and help them be their best. 
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Second, starting from the dispositional role value, I presented a process through 
which role value generates significant behavioral consequence. My study confirms that 
the perceived job role definition on OCB strongly and directly influence the actual 
performance at work. Through it, the study demonstrated the power of the role system 
pertaining to an effective organization. Employees' different levels of enactment and 
location within the role system guide their definitions on a certain behavior. This force 
ultimately influences the actual performance at work. 
In a broader context, Campbell and colleagues recommends for developing models 
and taxonomies of job performance and then studying linkages between individual 
difference constructs and each criterion construct at a level more specific than overall job 
performance in the personnel selection (e.g., Campbell, McCloy, Oppler and Sager, 1993; 
Campbell, Gasser and Oswald, 1996). In the present study, the role value typology 
divides the criterion space into three types of six-role value and provides guidelines on 
identifying desirable personality constructs that leads to specific proactive work 
behaviors. In so doing, we start to entangle a multifaceted relationship between 
personality and work performance relationship and get beyond research on performance 
models that use big-five or other eclectic personality constructs as independent variables 
and overall work performance as the dependent variable. 
Third, our theorization confirms the notion that the nature of OCB is far more 
complex than what it was originally defined (Organ, 1988). Previous research 
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demonstrates that OCB is neither necessarily discretionary nor beyond the formal reward 
system. Drawing on it, our model unpacks an underlying dispositional source and a 
mediating process through which employees define OCB as a kind of in-role performance. 
Capitalizing on the role value concept, future research might further our understanding 
into either the in-role or the extra-role nature of behavior at work. 
Fourth, our model identifies a significant interaction effect of individualistic values 
and cooperative climate on the relationship between the role value and the perceived job 
role definition. Especially, the present study conveys: although role value captures 
underlying personal values supposed to be constant over time, the effect of such values 
possibly depends on other variables as well, such as personal individualism orientation or 
work group climate. The joint effect of the disposition factor and the situational force 
demonstrates that behaviors at work may not be just influenced by the dispositional 
factors or the situational factors. Instead, they are influenced by a joint effect of two. It 
suggests: instead of arguing whether the dispositional factors or the situational factors are 
the dominant forces, future research should recognize the interaction of these two. 
Practical Contributions 
From a practitioner's viewpoint, a scientific conceptualization of six role values 
provides some hands-on resources to enforce the actions that are not formally written but 
very beneficial to the organization. A good citizen who well plays those roles is an 
all-around contributor, acting in ways that not only present all-around performance but 
also possess desirable values, such as being creative and moral. Even in early 70，s, 
Katzell and Yankelovich (1975) found that a majority of the managers and union leaders 
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they surveyed agreed that intangibles are important components of productivity. To some 
extent, the connections from role value, to the perceived job role definition, and to the 
performance of OCB help managers to understand some subtle psychological factors that 
influence employees' perceptions of their jobs and the performance as well. 
The model also explains that individual employees, by nature, tend to perceive 
OCB differently, which suggests that organization should recruit those who naturally tend 
to have desirable role values. Moreover, the reasoning on the role value under different 
organizational climates also suggests that certain types of group norms or leader 
behaviors would better facilitate the organizational effectiveness in terms of facilitating 
the function of desirable characters than do other types. 
Limitations 
This is the beginning of the development of the role value model. By definition, 
role value is a complex concept that intends to capture roles' patterns of thoughts, 
emotion, and behavior together with the psychological mechanisms—hidden or 
not -behind those patterns during the role-playing process (Funder, 2001). Although we 
argue that it is the role value that defines a role, just as the concept of personhood in 
defining human beings, we have not elaborated clearly upon the dynamics of this rich 
concept beyond the context of the citizenship behavior at work. Also, more work needs to 
be done on how role value can be integrated with the previous role theory and further our 
understanding on the nature and function the social roles. 
58 
The major methodological limitations are: First, the two scales of perceived job 
role definition and role values sampled only three domains of OCB. Although we 
consider that only these three aspects are cross-culturally valid, we might have missed 
some important behavior domains. Future research should include a more comprehensive 
list of measuring behavior at work. The role system specified in the present study might 
provide a preliminary guideline. 
Second, the whole study sampled within an insurance company. The job of 
insurance agent involves much contact with clients but more limited contact with 
colleagues. Hence, the level or form of OCB they can perform may be more limited than 
common jobs, such as project team workers. As a consequence, the supervisor's rating of 
OCB might be biased. Third, the two scales of perceived job role definition and role 
values sampled from the same source at the same time, which generate suspicious 
common method variance. Yet, both measurements did not ask respondents to 
self-evaluate the performance at work. Rather, it concerns either the employee's general 
principle values or how an employee defines a specific behavior. The contrast nature of 
the scales reduces the possible common method variance. 
Conclusion 
My study develops theory of organizational citizenship behavior by specifying 
multiple roles of organizational members at work and addresses how such roles direct 
employees' perceived job role definition, which ultimately influences their actual 
performance of citizenship behaviors within an organizational context. Specifically, I 
make a distinction between role value and role behavior and apply the geometric space 
59 
theory to identify point, line and surface roles of a good organizational citizen. 
Accordingly, six roles -learner, entrepreneur, volunteer, companion, supporter, and 
challenger, are identified. I also elaborate upon the functioning of these role values of 
actor with different individualistic values and under different organizational climates. The 
affiliate role value was found to be most effective among high individualistic employees, 
whereas the participant role value was found to be most effective for high individualistic 
employees under the high cooperative work climate. Both the significant main effects and 
interaction effects support the role model of OCB for an effective organization. 
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Appendix A: Questionnaire for the Pilot Study 
企業公民行為調查問卷 
Study of Organizational Citizenship Behavior 
D e a r S t u d e n t : 
T h a n k you very m u c h for t a k i n g p a r t in th i s ques t ionna i re . 
A •請根據您的實際情況回答以下問題’在題目後面最能代表您意見的選項上 
畫!I圈 ° Circle the number that most appropriately represents your opinion for 
each item. ‘ 
r i F 
常 非 
請 圈 選 出 您 對 以 下 描 述 的 同 意 程 度 ： 不 不 沒 常 
同 同 意 同 同 
> 琶、 ;§、 ^^ J 琶、 '琶、 
T 我應該不斷增加自己的知識，以能更好地為公司做貢獻。 1 2 3 4 5 
I should be knowledgeable so as to contribute to my company better. 
T.我應該積極地評估公司的決策。 1 2 3 4 5 
It is important to constructively evaluate company's decisions. 
T 我 應 該 不 斷 尋 找 新 的 方 式 把 工 作 做 得 更 好 。 1 2 3 4 5 
I should continuously find new ways to do things better. 
~4. 即使是不相熟的同事，若有需要，我也會幫忙。 
Even with coworkers who I am not familiar with, I should help 1 2 3 4 5 
them when needed. 
我應該與同事有好的工作關係� 1 2 3 4 5 
It is important to have good work relationships with colleagues. 
~ 6 .我認為，支持公司的倡議是重要的。 1 2 3 4 5 
It is important for me to support the initiatives of my company. 
~7.我應該指出對公司可能會造成不良影響的問題。 1 2 3 4 5 
I should point out problems that may adversely affect my company. 
~ 8 .我應該不斷提升自己以有更好的表現。 1 2 3 4 5 
To improve my performance, I should develop myself continuously. 
~ 9 .我不應該被現有的工作方法所限制。 1 2 3 4 5 
I should not be constrained by the existing ways of doing things. 
1o.即使不是我工作的一部分，我也應該幫助同事。 
Even if it is not part of my job, I should help coworkers in my 1 2 3 4 5 
company. 
11. 我應與同事在工作上互相鼓勵。 1 2 3 4 5 
My coworkers and I should encourage each other at work. 
~12.一旦公司做出最後決定，我應該接受。 1 2 3 4 5 
I should accept company's decisions once they are finalized. 
1 3 .如果上司所做決定中有不足之處，我應該提醒他。 1 2 3 4 5 
If there are problems in my supervisor's decision, I should point out. 
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1 4 . 增加自身的工作知識是重要的。 n 2 3 4 r ~ 
It is important to expand my job knowledge. 
1 5 .我認為在工作中嘗試新的構想是重要的。 j 2 3 4 
It is important to try new ideas in my job. 
1 6 . 我應該盡可能地幫助同事。 j 2 3 4 7 " 
I should help my coworkers as much as possible. 
同事之間能互相支持是重要的。 1 2 3 4 5 
It is important that colleagues support each other. 
Is.我應該鼓勵同事支持公司的倡議。 1 2 3 4 5 
I should encourage coworkers to support company's initiatives. 
~l9.當我不同意上司的意見時，我仍應該積極地提出建議。 
I should offer suggestions in a constructive manner even when I 1 2 3 4 5 
disagree with my superior's opinions. 
我應該持續學習，從而更好地為公司做貢獻。 
I should leam continuously in order to be a better contributor to 1 2 3 4 5 
my company. 
H 在 工 作 中 我 應 有 創 新 精 神 。 1 2 3 4 5 
I should be innovative in my job. 
可以幫同事的時候，我應去幫。 1 2 3 4 5 
I should help colleagues when I can. 
我和同事應能在工作上互相信任。 1 2 3 4 5 
My coworkers and I should be able to trust each other at work. 
~1A.我應該自覺地維護公司。 1 2 3 4 5 
I should stand up for my company. 
H.即使與別人看法不同，爲了公司，我仍應表達自己的建議。 
I should voice my opinions for the company even if they differ 1 2 3 4 5 
from those of others. 
我渴求跟上我工作領域里的發展。 1 2 3 4 5 
I am driven to keeping up with developments in my field. 
在工作中，不斷地從不同角度去思考問題是重要的。 
It is important to think continuously from different perspectives at 1 2 3 4 5 
work. 
我應願意幫助同事。 1 2 3 4 5 
I should be willing to help my coworkers. 
我和同事應互相尊重。 1 2 3 4 5 
My coworkers and I should respect each other. 
lo.成為公司的支持者是重要的。 1 2 3 4 5 
It is important to be a supporter of my company. 
~ 3 L我對工作領域的有關知識感興趣。 1 2 3 4 5 
I am interested in knowledge related to my work. 
在工作中，我應尋找机會去實踐新構想。 1 2 3 4 5 
I should seek opportunities to implement new ideas in my job. 
H 我 應 該 向 同 事 學 習 。 “ 1 2 3 4 5 
I should leam from coworkers in my company. 
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Appendix B: Questionnaire for Subordinates in the Sampling Branch 









Thank you very much for willing to participate in the survey, which is designed to examine the overall managerial 
effectiveness within your company. We shall share the major findings with you in an aggregate format (that is, no 
individual response can be identified) at the conference on Octaber 20^ *", 2003. We believe that the information we will 
be providing you at this seminar would be helpful to your future career development. Thus, your honest response to the 
questions in this survey is of utmost important to you and your company. 
Your ID number is used for date analyses purposes. Please mail the survey directly back to us in the attached 
self-addressed and stamped envelop. To ensure sufficient time for data analyses, we hope to receive your response 
within the next 10 days - by October 4. Thank you very much for your cooperation. Should you have any question 
regarding this survey, please feel free to contact us. (Phone No.: 2609-7773 / 9238-3195) 
B • 請根據您的實際情況回答以下問題’在題目後面最能代表您意見的選項上劃圈。Circ le the number that 
most appropriately represents your opinion for each item. 
常 非 
請圈選出您對以下描述的同意程度： 不 不 沒 常 
S S 意 E 5 
J 琶、 J 琶、 ^^ '琶、 琶、 
3 4 .我應該不斷增加自己的知識，以能更好地為公司做貢獻。 1 2 3 4 5 
I should be knowledgeable so as to contribute to my company better. 
我應該積極地評估公司的決策。 1 2 3 4 5 
It is important to constructively evaluate company's decisions. 
我應該不斷尋找新的方式把工作做得更好。 1 2 3 4 5 
I should continuously find new ways to do things better. 
"T l~~即使是不相熟的同事，若有需要，我也會幫忙。 
Even with coworkers who I am not familiar with, I should help them when 1 2 3 4 5 
needed. 
3 8 . 我應該與同事有好的工作關係 � 1 2 3 4 5 
It is important to have good work relationships with colleagues. | | I I I 
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I 非 I 
常 非 
請圈選出您對以下描述的同意程度： 不 不 沒 常 
同 1 意 5 S 
启、 眉、 局、 辰、 
我認為，支持公司的倡議是重要的。 1 2 3 4 5 
It is important for me to support the initiatives of my company. 
4 0 .我應該指出對公司可能會造成不良影響的問題。 1 2 3 4 5 
I should point out problems that may adversely affect my company. 
4 1 .我應該不斷提升自己以有更好的表現。 1 2 3 4 5 
To improve my performance, I should develop myself continuously. 
我不應該被現有的工作方法所限制。 1 2 3 4 5 
I should not be constrained by the existing ways of doing things. 
即使不是我工作的一部分，我也應該幫助同事。 1 2 3 4 5 
Even if it is not part of my job, I should help coworkers in my company. 
~44：我應與同事在工作上互相鼓勵。 1 2 3 4 5 
My coworkers and I should encourage each other at work. 
" 4 5 ^一旦公司做出最後決定，我應該接受。 1 2 3 4 5 
I should accept company's decisions once they are finalized. 
4 6 .如果上司所做決定中有不足之處，我應該提醒他。 1 2 3 4 5 
If there are problems in my supervisor's decision, I should point out. 
增加自身的工作知識是重要的。 1 2 3 4 5 
It is important to expand my job knowledge. 
我認為在工作中嘗試新的構想是重要的。 1 2 3 4 5 
It is important to try new ideas in my job. 
我應該盡可能地幫助同事。 1 2 3 4 5 
I should help my coworkers as much as possible. 
同事之間能互相支持是重要的。 1 2 3 4 5 
It is important that colleagues support each other. 
" S L 我應該鼓勵同事支持公司的倡議。 1 2 3 4 5 
I should encourage coworkers to support company's initiatives. 
5 2 .當我不同意上司的意見時，我仍應該積極地提出建議。 
I should offer suggestions in a constructive manner even when I disagree with my 1 2 3 4 5 
superior's opinions. 
5 3 .我應該持續學習，從而更好地為公司做貢獻。 1 2 3 4 5 
I should leam continuously in order to be a better contributor to my company. 
" 5 I 在工作中我應有創新精神。 ” 1 2 3 4 5 
I should be innovative in my job. 
55. 可以幫同事的時候’我應去幫。 1 2 3 4 5 
I should help colleagues when I can. 
56. 我和同事應能在工作上互相信任。 1 2 3 4 5 
My coworkers and I should be able to trust each other at work. 
5 7 .我應該自覺地維護公司。 “ 1 2 3 4 5 
I should stand up for my company. 
即使與別人看法不同’爲了公司’我仍應表達自己的建議。 
I should voice my opinions for the company even if they differ from those of 1 2 3 4 5 
others. 
我渴求跟上我工作領域里的發展。 1 2 3 4 5 
I am driven to keeping up with developments in my Field. I I I I I 
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r ^ ~ 
常 非 
請圈選出您對以下描述的同意程度： 不 不 沒 常 
同 同 意 5 ！ 
层、 眉、 •^ i 眉、 眉、 
在工作中，不斷地從不同角度去思考問題是重要的。 j “ 3 5 
It is important to think continuously from different perspectives at work. 
61. 我應願意幫助同事。 3 4 5 
I should be willing to help my coworkers. 
我和同事應互相尊重。 1 2 3 4 5 
My coworkers and I should respect each other. 
成為公司的支持者是重要的。 1 2 3 4 5 
It is important to be a supporter of my company. 
我對工作領域的有關知識感興趣。 1 2 3 4 5 
I am interested in knowledge related to my work. 
在工作中，我應尋找机會去實踐新構想。 1 2 3 4 5 
I should seek opportunities to implement new ideas in my job. 
我應該向同事學習。 1 2 3 4 5 
I should leam from coworkers in my company. 
雇員應儘量不表達與上司不同的看法。 1 2 3 4 5 
Employees should try not to express disagreement with their managers. 
上司強調自己與眾不同的身份象徵是理所當然的。 
It is reasonable for supervisors to emphasize the status symbols that separate them 1 2 3 4 5 
from subordinates. 
工作方面的事，上司應直接跟下屬講。 1 2 3 4 5 
Executives should talk directly to subordinates on work related issues 
~ m 收工以後，上司與雇員打成一片是合適的。 
It is appropriate for managers and employees to socialize together after work 1 2 3 4 5 
hours. 
7L 上司的工作評價與下屬的期望不符時，下屬應當坦率地與老闆談這個問題。 
When a performance appraisal made by the boss does not fit with the subordinates' 1 2 3 4 5 
expectations, the employee should feel free to discuss it with the boss. 
雇員應非常尊敬上司。 1 2 3 4 5 
Employees should show high respect for their managers. 
~ 7 3 .雇員對上司的見解與信仰應有深刻的瞭解。 1 2 3 4 5 
Employees should know a great deal about top executives' thoughts and beliefs. 
公司存在等級制度結構是因為雇員都了解權力的划分。 
The main reason for having a hierarchical structure is that everyone knows who 1 2 3 4 5 
has authority over whom. 
管理層可以被置疑是大家所期望的。 1 2 3 4 5 
It is desirable that management authority can be questioned. 
現在的雇員好像對上司不太尊重。 1 2 3 4 5 
Today employees do not seem to respect authority too much. 
~17.為了建立有效的工作關係，跨級聯絡往往是必要的。 
In order to have efficient work relationships, it is often necessary to bypass 1 2 3 4 5 
hierarchical lines. 
年青人對老師和老闆不滿是正常的。 1 2 3 4 5 
It is all right for young people to be critical of their teachers and bosses. | _ _ _ _ J _ _ _ | _ _ _ 
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[ I F ] 
常 非 
請圈選出您對以下描述的同意程度： 不 不 沒 常 
同 g 意 g g 
V 琶、 •；琶、 ^^ 琶、 琶、 
比起一個人獨立工作，我更願意在一個團隊裏工作。 1 2 3 4 5 
I would like to work in a group rather than by myself. 
" s a 假如團隊拖累我，我最好離開團隊獨立工作。 1 2 3 4 5 
If a group is slowing me down, it is better to leave it and work alone. 
~ 8 L 想做上司的人應獨檔一面。 1 2 3 4 5 
To be superior, a person must stand alone. 
I z 人獨立工作，比起在團隊中會做得更好。 1 2 3 4 5 
One does better work when working alone rather than in a group. 
我寧願自己想辦法解決個人困難，而不尋求與朋友一起面對。 
I would rather struggle through a personal problem by myself than to discuss it 1 2 3 4 5 
with my friends. 
" s J 即使存在不同的個人意見，成員也應當接受團隊意見。 
An employee should accept the group's decision even when personally he or she 1 2 3 4 5 
has a different opinion. 
比起個人，團隊能更好地解決問題。 
Problem solving by groups gives better results than problem solving by 1 2 3 4 5 
individuals. 
假如別人的要求與我的相似，應當先滿足他/她們的要求。 1 2 3 4 5 
The needs of people close to me should take priority over my personal needs. 
政府首長等於是大家長，一切國事都應聽從他的決定。 
The chief government official is like the head of a household. The citizen should 1 2 3 4 5 
obey his decisions on all state matters. 
要避免發生錯誤，最好的辦法是聽長輩的話。 1 2 3 4 5 
The best way to avoid mistakes is to follow the instructions of senior persons. 
女人婚前接受父親管教，出嫁後則應順從丈夫。 
Before marriage, a woman should subordinate herself to her father. After 1 2 3 4 5 
marriage, to her husband. 
" m 如果因事爭執不下，應請輩份高的人主持公道。 
When people are in dispute, they should ask the most senior person to decide who 1 2 3 4 5 
is right. 
9 1 .父母所敬愛的人，子女也應敬愛。 3 4 5 
Those who are respected by parents should be respected by their children. 
通常我能知道自己會有某些感受的原因。 1 2 3 4 5 
I have a good sense of why I have certain feelings most of the time. 
我很瞭解自己的情緒。 1 2 3 4 5 
I have good understanding of my own emotions. 
我真的能明白自己的感受。 ‘ 1 2 3 4 5 
I really understand what I feel. 
我常常知道自己為甚麼覺得開心或不高興。 1 2 3 4 5 
I always know whether or not I am happy. 
遇到困難時，我能控制自己的脾氣。 1 2 3 4 5 
I am able to control my temper so that I can handle difficulties rationally. 
9 7 .我很能控制自己的情緖。 1 2 3 4 5 




請圈選出您對以下描述的同意程度•• 不 不 沒 常 
同 同 意 同 同 
局、 眉、 层、 层、 
當我憒怒時，我通常能在很短的時間内冷靜下來。 1 2 3 4 5 
I can always calm down quickly when I am very angry. 
9 9 .我對自己的情緒有很強的控制能力。 1 2 3 4 5 
I have good control of my own emotions. 
100.我通常能為自己制訂目標並盡量完成這些目標。 1 2 3 4 5 
I always set goals for myself and then try my best to achieve them. 
101.我經常告訴自己是一個有能力的人。 1 2 3 4 5 
I always tell myself I am a competent person. 
102.我是一個能鼓勵自己的人。 “ 1 2 3 4 5 
I am a self-motivating person. 
103.我經常鼓勵自己要做到最好。 1 2 3 4 5 
I would always encourage myself to try my best. 
104.我通常能從朋友的行為中猜到他們的情緒。 1 2 3 4 5 
I always know my friends' emotions. 
105.我觀察別人情緖的能力很強。 1 2 3 4 5 
I am a good observer of others’ emotions. 
106.我能很敏鋭地洞悉別人的感受和情緒。 1 2 3 4 5 
I am sensitive to the feelings and emotions of others. 
1 0 7 .我很瞭解身邊的人的情緒。 "“ 1 2 3 4 5 
I have good understanding of the emotions of people around me. 
1 0 8 .我總能完成公司規定的工作。一 1 2 3 4 5 
I always complete work assigned by the company. 
109.我能較好的完成本職工作。 1 2 3 4 5 
I perform my required job well. 
110.我總能完成工作描述内之職務。 1 2 3 4 5 
I always complete the duties specified in my job description. 
111.我完成本職工作的全部責任。 1 2 3 4 5 
I fulfill all formal job responsibilities. 
112.我從不疏忽份内的工作。 1 2 3 4 5 
I never neglect aspects of the job that I am obligated to perform. 
113.我滿意我的工作。 1 2 3 4 5 
I am satisfied with my job. l___JL_J 
B. 請就以下兩個問題’在題目後面最能代表您意見的選項上劃圈P l e a s e circle the two numbers after each 
item that best present your opinions for both issues: 
1 )此行為是工作職責的一部份 whether the behavior is part of your job; 
2 )我經常表現此行為 whether you perform this behavior regularly. 
1 = Strongly Disagree 非常不同意 
2 = Disagree 不同意 
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3 = Neither Agree nor Disagree 沒意見 
4 = Agree 同意 
5 = Strongly Agree 非常同意 
是我工作職責的一部份 我,經常表現此行爲 
1 .做能夠幫助同事減輕工作負擔的事。 \ 2 3 4 1 2 3 4 5 
Helps others with heavy workloads. 
2 .替代因病或私事請假的同事工作。 1 2 3 4 5 1 2 3 4 5 
Helps fill in for others who are sick or absent. 
3 .幫助指導新入職的同事。 1 2 3 4 5 1 2 3 4 5 
Helps orient new people. 
4 .幫助解決客戶關心的個人問題。 1 2 3 4 5 1 2 3 4 5 
Helps clients for their personal concerns. 
5 .花時間幫助同事解決工作上的問題。 , 
Gives of my time to help others who have work-related 1 2 3 4 5 1 2 3 4 5 
problems. 
6 .為了完成工作，常常提早上班或延遲下班。 
Works on a job/project until it is completed, even if it means 1 2 3 4 5 1 2 3 4 5 
coming in earlier or staying later than normal. 
7 .在公司設定的最後限期前，完成所有工作。 1 2 3 4 5 1 2 3 4 5 
Meets all deadlines set by the company. 
8 .見客戶時，保持專業形象。 1 2 3 4 5 1 2 3 4 5 
Maintains a professional image when meeting clients. 
9 . 無 論 情 況 如 何 （ 例 如 ： 天 氣 ， 交 通 ） ’ 每 天 准 時 上 班 。 1 2 3 4 5 1 2 3 4 5 
Be punctual every day regardless of weather, traffic, etc. 
10.無論情況如何（例如：天氣，交通）’每次准時赴客戶的 
約會。 1 2 3 4 5 1 2 3 4 5 
Be punctual to every appointment with clients regardless of 
weather, traffic, etc. 
11.不會浪費很多時間向同事抱怨一些無關痛癢的事情。 
Do not consume a lot of time complaining about trivial 1 2 3 4 5 1 2 3 4 5 
matters to coworkers. 
12.不隨便向同事抱怨公司所做的事。 
Do not complain unnecessarily to coworkers about what the 1 2 3 4 5 1 2 3 4 5 
company is doing. — 
13.不向同事誇大工作上的問題。 
Do not make "mountains out of molehills" (do not make 1 2 3 4 5 1 2 3 4 5 
problems bigger than they are) to coworkers. 
14.与同事談論時，不針對情況壞的一面。 
Do not focus on what's wrong, rather than the opposite, 1 2 3 4 5 1 2 3 4 5 
when talking with coworkers. 
15.參與一些被鼓勵參加但非必要的訓練/資訊課程或研討 
# 0 (例如急救，紅十字會’ C P R ,安全資訊，有關公司 
新增福利的資訊講座等等。） 
Attends training/information session or seminars that 1 2 3 4 5 1 2 3 4 5 
employees are encouraged, but not required to attend (e.g. 
first aid, Red Cross, CPR, safety informational sessions on 




如：循回展覽，各種宣傳活動 ) � J 2 3 4 5 1 2 3 4 5 
Attends functions not required but help the company or the 
job (road shows, promotion activities etc.). 
1 7 .積極參與部門/公司的會議。 ^ 1 2 3 4 5 1 2 3 4 5 
Actively participates in department/company meetings. 
1 8 .在公司會議上，積極發言。 1 2 3 4 5 1 2 3 4 5 
Speaks up in meetings in the company. 
1 9 .閱讀及關注公司的公告。 1 2 3 4 5 1 2 3 4 5 
Reads and keeps up with announcements in the company. 
20.採取措施，減低自己行爲對同事的不良影響。 
Takes actions to reduce the negative impact of my behavior 1 2 3 4 5 1 2 3 4 5 
on coworkers. 
2 1 .不做會給同事帶來麻煩的事。 1 2 3 4 5 1 2 3 4 5 
Do not do things that would create problems for coworkers. 
22.在採取一些影響同事的行動之前，會先與他們接觸和溝 
. . . 1 2 3 4 5 1 2 3 4 5 
"Touches base" with other workers before initiating actions 
that might affect them. 
2 3 .採取步驟以避免與同事發生衝突。 1 2 3 4 5 1 2 3 4 5 
Takes steps to try to prevent problems with coworkers. 
C . 背景資訊 Background Information 
以下是有關您本人的一些情況 The following are about the background information of yourself. 
1 .年齢 Age ： 歲 Years Old 
2.性另ij Gender： • 女 Female • 男 Male 
3 .您的教育程度 The highest education level you completed： 
(a) • 小 學 primary school (b) • 初 中 Middle school (c) • 中 專 Technical school 
(d) • 高 中 High school / 職業高中 Vocational high school (e) • 大 專 Junior college 
(f) • 本 科 College (g) • 研 究 生 院 Graduate school 
4.您從事“人壽保險”工作的時間 How many years have you worked in this industry: 年 Years 
5 .您在宏利工作的時間Y o u r tenure in Mamilife: 年Y e a r s 
6.您現在的職位：Your current Position 
Insurance Advisor - 保險顧問 八 
AUM -助理分組經理 — B 
UM - 分組經理 — C 
SUM -高級分組經理 D 
BM - 分行經理 E 
Financial A d v i s o r -理財顧問 F 
Senior Insurance A d v i s o r -高級保險顧問 _ G 
Senior Financial Advisor -高級理財顧問 H 
Senior Executive Consultant -資深保險行政顧問 I 
Financial Planner O f f i c e r -理財策劃顧問 J 
A B D M -業務推廣副經理 K 
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BDM -業務推廣經理 j L 
Appendix C: Questionnaire for Supervisors in the Sampling Branch 









Thank you very much for willing to participate in the survey, which is designed to examine the overall managerial 
effectiveness. We shall share the feedback from the participants in aggregate format (that is, no individual response can 
be identified) in a seminar for you on Octaber 20ih’ 2003. We believe the information we will be providing you in this 
seminar would also be helpful to your future career development. Thus, your honest response to the questions in this 
survey is of utmost important to you and your company. 
Your ID number is used so we can compare your response with other information that we have collected from you 
in an earlier survey. To protect your results from being identified individually by your company personnel, please mail 
the survey directly back to us in t he attached self-addressed and stamped envelop. Furthermore, to protect your 
anonymity from us, your company personnel will not release your individual identity to us. 
To ensure sufficient time for data analyses, we hope to receive your response within the next 10 days - by October 
4. Thank you very much for your cooperation. Should you have any question regarding this survey, please feel free to 
contact us. 
C • 請根據您的實際情況回答以下問題’在題目後面最能代表您意見的選項上劃圈� C i r c l e the number that 
most appropriately represents your opinion for each item. 
"" Rn 
常 非 
請圈選出您對以下描述的同意程度： 不 不 沒 常 
同 同 意 同 同 
•/§、，琶、 '琶、 琶、 
T 通常我能知道自己會有某些感受的原因。 1 2 3 4 5 
I have a good sense of why I have certain feelings most of the time. 
2. 我很瞭解自己的情緖。 1 2 3 4 5 
I have good understanding of my own emotions. I I I I I 
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[ F l 
常 非 
請圈選出您對以下描述的同意程度： 不 不 沒 常 
同 同 意 同 同 
胃、 J 琶、 ^^ J 琶、 / 琶、 
T 我 真 的 能 明 白 自 己 的 感 受 。 1 2 3 4 5 
I really understand what I feel. 
T 我 常 常 知 道 自 己 為 甚 麼 覺 得 開 心 或 不 高 興 。 1 2 3 4 5 
I always know whether or not I am happy. 
比起一個人獨立工作，我更願意在一個團隊裏工作。 1 2 3 4 5 
I would like to work in a group rather than by myself. 
T 想 做 上 司 的 人 應 獨 擋 一 面 。 1 2 3 4 5 
To be superior, a person must stand alone. 
遇到困難時，我能控制自己的脾氣。 “ 1 2 3 4 5 
I am able to control my temper so that I can handle difficulties rationally. 
我很能控制自己的情緒。 ‘ 1 2 3 4 5 
I am quite capable of controlling my own emotions. 
~ 9 .當我憤怒時，我通常能在很短的時間内冷靜下來。 1 2 3 4 5 
I can always calm down quickly when I am very angry. 
l a 人獨立工作，比起在團隊中會做得更好。 1 2 3 4 5 
One does better work when working alone rather than in a group. 
T l 我寧願自己想辦法解決個人困難，而不尋求與朋友一起面對。 
I would rather struggle through a personal problem by myself than to discuss it with my 1 2 3 4 5 
friends. 
1 2 .我對自己的情緒有很強的控制能力。 1 2 3 4 5 
I have good control of my own emotions. 
~U.我通常能為自己制訂目標並盡量完成這些目標。 1 2 3 4 5 
I always set goals for myself and then try my best to achieve them. 
" H 我 經 常 告 訴 自 己 是 一 個 有 能 力 的 人 。 1 2 3 4 5 
I always tell myself I am a competent person. 
15. 我是一個能鼓勵自己的人。 1 2 3 4 5 
I am a self-motivating person. 
16. 我經常鼓勵自己要做到最好。 1 2 3 4 5 
I would always encourage myself to try my best. 
~n.即使存在不同的個人意見，成員也應當接受團隊意見。 
An employee should accept the group's decision even when personally he or she has a 1 2 3 4 5 
different opinion. 
1 8 .比起個人，團隊能更好地解決問題。 1 2 3 4 5 
Problem solving by groups gives better results than problem solving by individuals. 
我通常能從朋友的行為中猜到他們的情緒。 1 2 3 4 5 
I always know my friends' emotions. 
20. 我觀察別人情緒的能力很強。 “ 1 2 3 4 5 
I am a good observer o f others' emotions. 
~2\.我能很敏鋭地洞悉別人的感受和情緖。 1 2 3 4 5 
I am sensitive to the feelings and emotions of others. 
我很瞭解身邊的人的情緖。 1 2 3 4 5 
I I have good understanding of the emotions of people around me. I I I I I 
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B • • 您 部 門 的 同 事 Evaluating agents 






Names and agent ID of the agents to be evaluated by you. 
請按照相應的得分把五個被 _的同事的代號（A，B，C，D，或者E )分別列在下面的籠等級中’您可以將多 
個人有陈—個等級中’但請您儘量有所區別� P l e a s e fill the codes of the agents (A, B, C, D, or E) in the grading 
table. You can fill more than one code in one grading, however, please try to differentiate. Thanks. 
'列$[] For example : . ‘ ‘ 
“ ‘ ‘ |1 |2 |3 7 丨5 
被評估的同事（A，B, C，D, E) 
Strongly disagree Strongly agree 
The a g e n t s . . . ^ ^ 
經常完成公司規定的工作。 一 ^ I D I E I C 
Always completes work assigned by the company. 
經常完成本職工作。’ ， A C D BE 
Performed his/her required job well. ^ 
工作表現Per formance 
下 列 容 虎 項 述 是 用 來 描 該 部 襬 的 工 作 表 現 ’ 請 仔 細 地 閱 « 每 個 ， 
價等級中。丁he following are descriptions about the performance of the agents. After each item, please fill the codes of 
your underlings in the grading table. 
“ 1 2 3 4 5 
被評估的同事（A，B, C ， D ， E ) 
Strongly disagree Strongly agree 
The a g e n t s . . . 非常不同意 非常同意 
卜 > 1 
1.經常完成公司規定的工作。 r 
Always completes work assigned by the company. 
2.經常完成本職工作。 “ 
Performed his/her required job well. 
3.經常完成工作描述内之職務。 、 
Always completes the duties specified in his/her job description. 
4.完成本職工作的全部責任。 
Fulfills all formal job responsibilities. ： 
5.從不疏忽份内的工作。 . 
Never neglects aspects of the job that he is obligated to perform. 
其他表現 other behaviors: 
請回答以下兩個問題 Please answer following two questions: 
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1)此行為是否屬於被評估同事工作職責的一部份，請在題目後面最能代表您意見的選項上劃圈；W h e t h e r i t i s 
part of your subordinate's job responsibility. Circle the number that most appropriately represents your opinion for each 
item. 
2 )被評估同事是否經常表現此行為 .請就實際情況’把五个同事的代號分別排列在下面最恰當的等級中 °您可 
以將多個人担 t e — 個等級中’但請您儘量有所區別 � W h e t h e r the subordinate performs it regularly. After each 
item, please fill the codes of the agents in the most appropriate level of the grading table. 
例如= 
~ ； ； ~ ~ . ； ~ 是工作職責的一部份 被 評 估 的 _ 勺 表 現 
‘ > ：� ‘ � Strongly disagree Strongly agree 
•、被評估的同事’ … ’ . 、 … ‘ ‘ ‘ J 非常不同意 非常同意 
The agents… / J 不 沒 常 ^ 
‘ ；' - > . 、 同 同 意 同 同 
意 意 見 意 意 1 2 3 4 5 
做能夠辩助同事減輕工作負擔的事。 “ i 2 3 g 5 A B DE C 
Helps others with heavy workloads. ； '二 
替代因病或私事請假的同事工作。 ‘ 1 I 3 4 5 A E C D B 
Helps fill in for others who are sick or absent. ‘ 
娟 始 搬 … … 
- 是工作職責的一部份 被評估的同事的表現 
被評估的同事（A，B, C, D, E) Strongly disagree Strongly agree 
The a g e n t s . . . | 非 非 常 不 同 意 非常同意 
不 不 沒 常 ！ ^ •! 
同 同 意 同 同 
意 意 見 意 意 1 丨 2 | 3 丨 4 | 5 ~ ~ 
1 .能夠幫助同事減輕工作負擔的事。 1 2 3 4 5 
Helps others with heavy workloads. 
2 .替代因病或私事請假的同事工作。 1 2 3 4 5 
Helps fill in for others who are sick or absent. 
3 . 幫助指導新入職的同事。 “ 1 2 3 4 5 ： � 
Helps orient new people. “ ‘ '• 
4 .幫助解決客戶關心的個人問題。 1 2 3 4 5 
Helps clients for their personal concerns. 
5 . 花時間幫助同事解決工作上的問題。 ‘ 
Gives of my time to help others who have 1 2 3 4 5 
work-related problems. 
6 .為了完成工作，常常提早上班或延遲下班。 
Works on a job/project until it is completed, even if 1 2 3 4 5 
it means coming in earlier or staying later than 
normal. 
7 . 在公司設定的最後限期前，完成所有工作。 1 2 3 4 5 
Meets all deadlines set by the company. 
8 .見客戶時，保持專業形象。 
Maintains a professional image when meeting 1 2 3 4 5 
clients. 
9 . 無論情況如何（例如：天氣，交通），每天准時 ‘ 
上班。 1 2 3 4 5 
Be punctual every day regardless of weather, traffic, 
^ 
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是工作職責的一部份 L 被評估的同事的表現 
被評估的同事（A，B, C, D, E ) ~ T Strongly disagree Strongly agree 
The a g e n t s . . . J _ 非 常 不 同 意 非常同意 
常 非 
不 不 沒 常 ！ ^ 
同 同 意 同 同 
意 意 見 意 意 1 | 2 | 3 | 4 | ^ ~ 
10.無論情況如何（例如：天氣，交通），每次准時 
赴客戶的約會。 3 4 5 -
Be punctual to every appointment with clients . / ；-' 
regardless of weather, traffic, etc. 
11.不會浪費很多時間向同事抱怨一些無關痛癢的事 
‘清。 .. 1 2 3 4 5 
Do not consume a lot of time complaining about 
trivial matters to coworkers. 
12.不隨便向同事抱怨公司所做的事。 
Do not complain unnecessarily to coworkers about 1 2 3 4 5 
what the company is doing. 
1 3 .不向同事誇大工作上的問題。 ‘ ‘ 
Do not make "mountains out of molehills" (do not 1 2 3 4 5 , ‘ 
make problems bigger than they are) to coworkers. 
1 4 .与同事談論時，不針對情況壞的一面。 ‘ -
Do not focus on what's wrong, rather than the 1 2 3 4 5 
opposite, when talking with coworkers. 
15.參與一些被鼓勵參加但非必要的訓練/資訊課程或 
研討會。（例如急救，紅十字會，CPR^安全資訊’ 、 ‘ 
有關公司新增福利的資訊講座等等。） 
Attends training/information session or seminars that 1 2 3 4 5 
employees are encouraged, but not required to attend ‘ 
(e.g. first aid, Red Cross, CPR, safety informational 
sessions on new company benefits packages, etc.). 
16.參加（公司）未要求的，但有助於公司或工作的 , 
活動（例如：循回展覽，各種宣傳活動 )� 1 2 3 4 5 . 
Attends functions not required but help the company ‘ 
or the job (road shows, promotion activities etc.). 
17 .積極參與部門/公司的會議。 • 
Actively participates in department/company 1 2 3 4 5 
meetings. ： 
18.在公司會議上，積極發言。 1 2 3 4 5 
Speaks up in meetings in the company. 
1 9 .閱讀及關注公司的公告。 
Reads and keeps up with announcements in the 1 2 3 4 5 
company. 
20.採取措施，減低自己行爲對同事的不良影響。 
Takes actions to reduce the negative impact of my 1 2 3 4 5 
behavior on coworkers. 
21.不做會給同事帶來麻煩的事。 ： 
Do not do things that would create problems for 1 2 3 4 5 
coworkers. 
81 
是工作職責的一部份 L 被評估的同事的表現 
被評估的同事（A , B, C, D, E ) ~ ~ Strongly disagree Strongly agree 
The a g e n t s . . . J , , 非 常 不 同 意 非常同意 
常 非 
不 不 沒 常 •! 
同 同 意 同 同 
意 意 見 意 意 1 | 2 | 3 | 4 | ^ ~ 
2 2 .在採取一些影響同事的行動之前，會先與他們接 • 
_ 善 通 。 1 2 3 4 5 
"Touches base" with other workers before initiating ； 
actions that might affect them. ‘ ‘ ‘ 
2 3 .採取步驟以避免與同事發生衝突。 ,‘‘ .:::”(::： 
, . ‘ 
Takes steps to try to prevent problems with 1 2 3 4 5 
coworkers. L 
C . 背景資訊 Background Information 
以下是有關您本人的一些情況 The following are about the background information of yourself. 
1 .年齢 Age ： 歲 Years Old 
2 . 性別 Gender: ( a ) 女 Female ( b )男 Male 
3 .您的教育程度 The highest education level you completed： 
(a) 一小學 primary school (b) 一 初中 Middle school (c) 一 中專 Technical school 
(d) 高中 High school / 職業高中 Vocational high school (e) —_ 大專 Junior college 
( f ) 一 本科 College (g) 一 研究生院 Graduate school 
4.您從事‘‘人壽保險”工作的時間 How many years have you worked in this industry: 年 Years 
5 .您在宏利工作的時間Y o u r tenure in Manulife: 年Y e a r s 
6. ！g^�現在的職位：Your current Position 
Insurance A d v i s o r -保險顧問 ^ 
AUM -助理分組經理 - 5 
UM -分組經理 ？ 
SUM -高級分組經理 5 
BM -分行經理 5 
Financial Advisor - 理 財 顧 問 ^ 
Senior Insurance Advisor - 高級保險顧問 9. 
Senior Financial Advisor - 高級理財顧問 I H 
Senior Executive C o n s u l t a n t -資深保險行政顧問 一 ！ 
Financial Planner Officer -理財策劃顧問 一 I 
ABDM-業務推廣副經理 ！S . 
BDM -業務推廣經理 J t 
82 
Appendix D: On-line questionnaire for Cooperative Climate in the Main Study 
下面這些題目是有關企業價值觀念的問題，請以1-6分代表您的意見。 
The following items are some values that may exist in companies. Please select 1-6 to represent your opinion. 
(Must Ansvi-er) 
“ ^ ~ _ _ _ _ _ _ _ — _ = ~ = — = — ~ 非 常 比 較 有 點 有 點 不 比 較 不 非 常 
重 視 重 視 重 視 重 視 重 視 不 重 
(6) (5) (4) (3) (2) 視 
(RADIO BUTTON) � 
Highly Not Emphasize 
Emphasized (6) at all (1) 
注重團隊建設 emphasizes team building 八 B C D E F 
培養團結協作精神 fertilizes cooperative spirit A B C D E F 
注重員工之間情感的交流 promotes feeling-sharing among colleagues 八 B C D E F 
鼓勵合作 encourages cooperation 八 B � D E ¥ 



























































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































TABLE 10 Results of Hierarchical Regression Analysis on Organizational Citizenship Behaviors 
a 
_ Variable Step 1 Step 2 
Age 
Gender .25*** .22** 
Tenure .04 .07 
Education -.02 -.01 




R2 .13 .17 
.04** 
F 5.64*** 4.77*** 
^ 196 193 
a. Standardized regression coefficients are reported. 
* p < .05 
* * p < . 0 1 
_ p < .001 
93 
TABLE 11 Results of Hierarchical Regression Analysis on Job Role Definition: Three-way 
interaction effect of Individualism and Cooperative Climate 
Variable Step 1 Step 2 Step3 Step 4 Step 5 Step 6 
；03 ；03 ^ ^ ^ 
Gender .15** .12** .13** .14** .14** -.14** 
Tenure -.05 -.01 -.01 -.01 -.01 -.01 
Education -.10* -.09+ -.08+ -.08+ -.08+ -.07 
Enhancer .05 .04 .04 .06 .07 
Affiliator .31*** .30*** .30*** .30*** .30*** 
Participant .16** .16** .16** .15** .14** 
Individualism -.06 -.07 -.06 -.05 
Cooperative .02 .03 .03 .03 
climate 
Cooperative -.02 -.02 -.03 -.07 
Climate X 
Individualism 
Enhancer X --01 .01 .01 
Individualism 
Affiliate X -.09 -.09 -.12* 
Individualism + 
Participant X . 1 " .10 
Individualism 
Enhancer X -.07 -.07 
Cooperative 
Climate 
Affiliate X .01 .03 
Cooperative 
Climate 
Participant X .07 .04 
Cooperative 
Climate 












r 2 .03 .24 .24 .25 .25 .27 
AR' .21*** .00 .01 .00 .02* 
F 3.41* 18.25*** 13.00*** 10.38*** 8.56*** 7.76*** 
^ ^ ^ W ^ m 398 
a. Standardized regression coefficients are reported. 
+ p < .1 




TABLE 12 Results of Hierarchical Regression Analysis on Organizational Citizenship Behaviors 
a 
Variable Step 1 Step 2 
A ^ ^07 ^08 
Gender .25** -.23** 
Tenure .04 .05 
Education -.02 -.01 
Sales Figure .27*** .28*** 
Job Role .16** 
Definition 
R2 .12 .15 
.03** 
F 5.64*** 5.78*** 
^ 196 195 
b. Standardized regression coefficients are reported. 
* p < .05 
* * p < .01 
























































































































































































































































































































































































































































































































































































































































































































































































































































Figure 3: Individual individualistic value on the relationship between participant role value and 
job role definition 
• Low individualistic 




^ jg employees (Mean) 
® Q QQ _ • ——• High individualistic 





Job Role Definition 
99 
Figure 4a: Individual individualistic value on the relationship between Affiliate Role Value and 
Job Role Definition under the high cooperative climate condition 
2 . 0 0 -1 
• Low individualistic value 
§ 1 0 0 - M employees ( ISD Below) 
•-C z 
u - Average individualistic 
« 0.00 - ^ W ‘ • value employees (Mean) 
"o : 7 z 
-1.00 - a r — "H — High individualistic 
value employees ( ISD 
-2.00 J Above) 
Role Value 
100 
Figure 4b: Individual individualistic value on the relationship between Affiliate Role Value and 
Job Role Definition under the low cooperative climate condition 
2.00 n 
^ • Low individualistic value 
§ 100- employees ( ISD Below) 
：召 鼠 / 
占 � � z 
0 00 ^ ^ jSs Average individualistic 
u j ' / i l L value employees (Mean) 
"o Z �� 
oi 、、 
o -1.00 - 、 • - - High individualistic 
• value employees (1SD 
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